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I INTRODUCTION 
 
The Manufacturing, Engineering and Related Services Education and Training Authority (MERSETA) 
was officially established on 20
th
 March 2000, jointly with 24 other SETAs for other sectors of the 
economy.  This national initiative was brought into force by the promulgation of the Skills Development 
Act and the Skills Development Levies Act in 1998 and 1999, respectively.   
 
The formation of the MERSETA brought about the incorporation of five previously independent training 
boards within the manufacturing sector, namely: The Plastics Industry Training Board (PITB), the New 
Tyre Manufacturing Industry Education and Training Board (NTMIETB), the Metal and Engineering 
Industries Education and Training Board (MEIETB), the Motor Industry Training Board (MITB), as well 
as the Automobile Manufacturing Industries Education and Training Board (AMIETB).  As expected, the 
incorporation of these sub-sectors into the MERSETA has been a challenging process due to the diversity 
of these sub-sectors. 
 
The MERSETA covers over 500 000 employees throughout the country distributed across approximately 
25 000 companies in 5 sub-sectors:  Plastics, New Tyre, Metal & Engineering, Motor, and Auto. 
 
THE SKILLS DEVELOPMENT ACT  
 
In addition to legislating the closure of the existing training boards and their subsequent replacement by 
Sector Education and Training Authorities (SETAs), the Skills Development Act introduced three other 
major changes to education and training, namely: 
 
 A learnership system to replace the existing apprenticeship system and introduce structured training 
for all levels of workers. In the longer term, training for both new entrants and existing workers will 
have to be conducted against NQF-registered unit standards. The assessment of competence against 
standards must be conducted by trained and accredited assessors and moderators. Providers of 
training, such as companies, colleges or training centres, will need to be accredited; 
 Skills planning; 
 The formation of a National Skills Authority to replace the former National Training Board; and 
 A new education and training levy and grant system, funded by a levy on the salary and wage bill of 
every employer where grants may be claimed by meeting the requirements set out in the SDLA 
regulations and guidelines. 
 
THE SOUTH AFRICAN QUALIFICATIONS AUTHORITY (SAQA) ACT  
 
The National Qualifications Framework falls under the South African Qualifications Authority (SAQA) 
Act, which was passed into law in October 1995.  The SAQA Authority, appointed jointly by the 
Ministers of Education and Labour, has the overarching responsibility for establishing the structures 
needed to develop and maintain the NQF. The objectives of the NQF are to: 
 
 create an integrated national framework for learning achievements; 
 facilitate access to education and training, and mobility and progression within career paths; 
 enhance the quality of education and training; 
 accelerate the redress of past unfair discrimination in education, training and employment 
opportunities; and thereby; 
 contribute to the full personal development of each learner and the social and economic development 
of the nation at large. 
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The Skills Development Act introduces an important link to the SAQA Act.  As previously pointed out, in 
terms of the Act, from 1 April 2000 all South African employers had to pay a skills development levy 
based on the enterprise‟s salary and wages.  Importantly, in years to come, the only way in which 
reimbursive grants may be recovered will be to train and assess workers against defined unit standards, as 
well as qualifications registered on the National Qualifications Framework. 
 
THE SKILLS DEVELOPMENT LEVY ACT 
 
Linked to Skills Development Act, the Skills Development Levy Act (SDLA) taxes businesses to 
generate resources for training and to encourage employers to make use of the workplace as a learning 
environment.  Companies can reclaim a percentage of the levy (in grants) by presenting evidence that 
workplace skills plans are being developed and implemented.   
 
SDLA funding regulations for year 2000 stipulate that of the levy paid: 
 15% can be claimed for the appointment of skills development facilitators; 
 10% can be claimed for submitting a workplace skills plan; 
 20% can be claimed for implementing the plan; 
 5% can be claimed for developing specific skills in short supply. 
 
By being enabled to claim a portion of their contributions in the form of training grants, employers will be 
given an incentive to develop the skills of the workforce.  In turn, this legislation will facilitate the 
identification of employee skill and competence requirements (including Recognition of Prior Learning), 
the management of employees‟ performance and its development in accordance with legislation, and 
make it possible for companies to use the advantages of better skills and employment equity planning in 
improving their recruitment approaches. 
 
DEVELOPING A SECTOR SKILLS PLAN FOR THE MERSETA 
 
In view of the above legislation, one of the current challenges of the MERSETA, as well as other SETAs, 
is to develop a sector skills plan for the period November 2000 to March 2001 within the framework of 
the national skills strategy.  More specifically, the sector skills plan for the MERSETA should reflect the 
main objectives of the SETAs Constitution, namely: 
 To promote the objectives and purpose of the Skills Development Act, the SAQA Act and the 
Employment Equity Act; 
 To promote and facilitate education and training that is in line with Collective Bargaining 
agreements; 
 To develop learnerships which meet social, education and training needs of the learners as well as the 
education and training needs of the sector; 
 To promote, facilitate and prioritise education and training that redresses unfair discrimination in 
training and employment, and which meets the education and training needs of workers, employers 
and the sector; and 
 To develop and implement integrated learnerships, education, training, as well as sector and 
workplace skills plans which allow coherence within the SETA and the portability and mobility of 
skills within the sector and with other sectors. 
 
Sector Skills Plan Methodology 
 
In order to compile this Sector Skills Plan, three main methods of data collection were used, namely:  
 
 Focus group analysis with employers and workers; 
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 Short interviews with union representatives, employers and stakeholders in employer bodies; and  
 Secondary data. 
 
 
Focus group analysis 
A total of ten semi-structured focus groups, two per each MERSETA sub-sector - one with employers and 
one with workers in each sub-sector - were scheduled to take place from October 9
th
 to October 15
th
, 
2000.  A total of nine focus groups took place.  Unfortunately, due to unforeseen circumstances, the focus 
group with Plastics sub-sector workers was unable to take place.  Moreover, due to tight deadlines, we 
were unable to reschedule it.  For this reason, readers will notice the lack of primary data regarding 
Plastics sub-sector workers‟ views in the report. 
 
The focus groups, which lasted approximately 2 hours each, were conducted using a semi-structured 
questionnaire.  Both employers and workers were asked similar questions in order to facilitate comparison 
of views on specific issues.  The questionnaire used in the focus groups included questions on: recent 
changes affecting work organisation and skills needed; vacancies available; current training provision 
(including technical training, ABET training, production-related training, broader issues of training, and 
white-collar training); union roles in education and training provision; future education and training needs 
(including pre-employment skills requirements); and anticipated future developments in terms of growth, 
employment and how these changes are likely to affect skills sought.  Finally, employers and workers 
were asked to prioritise specific training needs for the short-term (next 2-3 years).  Appendix A provides 
a list of participants in each focus group, as well as copies of the research instrument used for both 
employers and workers. 
 
Interviews with unions, employers and other stakeholders within employer bodies 
A series of unstructured interviews were conducted with union and employer representatives, both face-
to-face and telephonically, in order to gather economic data and obtain general impressions on the 
changes that are likely to affect each of the sub-sectors.  These interviews served to inform the content of 
the focus group discussions.  A list of persons interviewed is provided in Appendix A. 
 
Secondary data analysis 
In order to compile the sector profile and provide possible scenarios of how each of the MERSETA sub-
sectors is likely to grow in the next five years, several sources of secondary data were used.  These 
include, but are not limited to: 
 
 Statistics and other publications compiled by employer bodies; 
 Statistical releases and Manufacturing Census data from Statistics South Africa; 
 Industrial Development Corporation and Department of Trade and Industry studies; and  
 Statistics compiled by the Department of Labour.  
 
Compilation of information and drafting of the Sector Skills Plan  
 
The compilation of information and drafting of the Sector Skills Plan was made possible through the 
collaboration of three research organisations, each responsible for different inputs into the SSP.  The 
Community Agency for Social Enquiry (C A S E) not only managed the research process and write-up, 
but also conducted the focus groups jointly with SWOP.  The Sociology of Work Programme (SWOP) at 
the University of the Witwatersrand undertook the focus group analysis and write-up, while TURP (Trade 
Union Research Project), provided a strategic role in the drafting of the skills plan.  
 
A draft of this SSP was widely circulated to MERSETA stakeholders, culminating in a one-day workshop 
on October 26
th
 to revise the draft plan, correct factual information included in the plan, and incorporate 
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comments and suggestions for the final version.  Once the changes and suggestions had been 
incorporated, a revised and final draft was circulated to all MERSETA stakeholders for final 
endorsement.  
 
Limitations of the SSP 
 
There are a number of limitations that need to be highlighted in the drafting of this SSP for the first time.  
Firstly, as stated previously, the MERSETA covers a highly diverse and complex sector, thus representing 
an added constraint to the compilation of this SSP under severe time pressures.    
 
Secondly, in terms of data gathered, this SSP was unable to incorporate data from the Workplace Skills 
Plans, as these are only expected to be submitted by the end of November 2000.  This poses a 
fundamental weakness, as company-specific economic data, as well as the skills needs and priorities of 
each of the relevant companies were unable to inform either the overall sector development strategy or 
the future skills needs and priorities for the sector as a whole at this stage. 
 
Thirdly, while focus groups were conducted in almost all sub-sectors and have provided useful 
information to inform this SSP, it must be kept in mind that the focus groups only represent a limited 
sample of stakeholder and informant views.  For this reason, the information obtained from the focus 
groups requires a future process of verification based on a more representative sample, which should be 
achieved through the institution of a proper skills assessment of the sector.   
 
Fourthly and due to time constraints, a formal PESTEL analysis with all relevant stakeholders did not 
take place.  Relevant data was obtained through the focus group discussions, but the information does not 
fully cover all the elements in a PESTEL analysis.  This SSP incorporates data on relevant economic, 
social and technological factors that are likely to affect the sector as a whole, but this aspect nonetheless 
requires further work.  Added to this, it has been difficult to provide specific data on political and 
legislative factors at this time, due to the fact that parties to this MERSETA have widely divergent 
opinions, which has made it difficult to reach agreement on one common position. 
 
In addition to the above limitations, there are several specific gaps in the information that has been 
provided in this SSP which will be highlighted in detail at the end of ensuing chapters. 
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II  SECTOR PROFILE 
 
OVERALL DATA FOR THE SECTOR 
 
The Manufacturing, Engineering and Related Services Education and Training Authority (MERSETA) 
covers a number of important industries in the South African economy. These industries include 
automotive assembly, automotive components, basic metals, fabricated metals, household durables, 
engineering, motor repair and trade, rubber and plastics, and tyre manufacturing.  
 
Chamber 
Nat’l staff 
complement 
Nat’l office 
location 
Regional 
office 
locations 
Total No. of 
employers 
Total No. of 
employees 
Total No. of 
apprentices 
Auto 1 Pretoria None 7 33 000 160 
Metal 29 Johannesburg 
Cape Town, 
Durban, 
Jo‟burg* 
P. Elizabeth 
9 760 255 000 4 190 
Motor 36 Randburg 
Alberton 
Bloemfontein
Cape Town 
Pinetown 
P. Elizabeth 
Pretoria 
14 230 180 000 2 774 
Plastics 3 None None 800 32 000 
Included in 
Metal sector 
Tyre None None None 4 7 969 None 
Total 69 - - 24 801 507 969 7 124 
Table 1: Total number of employers and employees for MERSETA 
Together, the nearly 25 000 companies in these industries employ over 500 000 people all over the 
country. Their joint contribution to South Africa‟s gross domestic product (GDP) is in excess of 25%. 
The companies are situated through-out the production value chain, from the upstream manufacture of 
primary steel, to metal fabrication and the downstream high-value motor vehicles and hi-fi stereo 
systems. Manufactured products as wide ranging as cutlery, re-treaded tyres, weapons and ammunition 
and steam generators are produced in companies that range in size from giants like Iscor which employ 
around 30 000 people, to small motor repair businesses employing fewer than five people. 
 
The different industries use a wide range of processes and skills in the production of their goods, from the 
massive operations of heavy engineering with products developed for specific clients taking months to 
complete, to high volume standardised assembly line production in the automotive and electrical 
machinery industries. 
 
These mainly private sector companies, highly diverse in operation, size and impact on the economy, are 
grouped together into five sub-sectors in the MERSETA. These are the Metal and Engineering, 
Automotive, New Tyre, Motor and Plastics sub-sectors.  The largest sub-sectors within the MERSETA – 
both in terms of number of employers and employees – are the Metal & Engineering and the Motor sub-
sectors, while New Tyre is the smallest sub-sector. 
 
The main Standard Industrial Classification (SIC) codes that fall within the MERSETA are presented in 
Appendix B at the end of the Sector Skills Plan.  
Formatted
Formatted
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Companies in most sub-sectors have experienced substantial restructuring in their operations during the 
1990s and expect to continue restructuring. The biggest shift has been towards export-orientation, 
requiring higher quality products, and specialisation in products offered as a result of a strategy of 
increasing volumes to achieve economies of scale. The performance of specific sectors is discussed later. 
 
All sectors, but particularly trade sensitive sub-sectors such as the automotive sub-sector, have struggled 
to adapt to increased competition from imports to South Africa. Imports have also made a substantial 
impact on the metal and engineering and plastics sub-sectors. The increase in imports have been 
facilitated by the (sometimes substantial) drop in import tariffs to South Africa, as the table below 
documents: 
 
Industry 
Average tariff rates (weighted by share of imports in total 
value of imports during period 1994 – 1997) 
 1994 1998 2001 GATT requirements 
Plastic products 20.7 13.0 12.4 22.6 
Rubber products 10.0 14.2 13.5 25.2 
Basic iron & steel 4.7 2.6 2.6 9.6 
Non-ferrous metals 9.4 3.9 3.5 8.9 
Metal products 11.8 8.4 8.2 19.6 
Machinery 5.5 0.9 0.8 7.6 
Electrical machinery 8.1 3.6 3.6 16.6 
Motor vehicles & parts 56.6 38.5 32.1 42.4 
Table 2: Reduction in tariff protection in MERSETA industries 
1
 
Motor vehicles, trailers, parts and accessories accounted for the highest proportion (16.6%) of the R 201 
billion worth of sales in the sector in 1998. Basic iron and steel products are the second largest source of 
sales in terms of rands, while fabricated metal products achieved just R 4 million Rands less in sales 
volume. Motor vehicles alone represented the fourth largest source of sales in terms of Rands for 1998. 
Machinery and equipment, which includes household durables, represents the five largest source of sales 
at R 19 million. The table below provides more detail: 
 
Manufacturing divisions and 
major groups 
Year 
1998 
June 1999 June 1998 
% Change 
June ’98- June 
‘99 
Rubber products 4 289 105 340 440 350 429 -2.85% 
Plastic products 9 127 329 760 728 766 775 -0.79% 
Basic iron and steel products 25 412 766 2 060 871 2 347 851 -12.22% 
Basic precious & non-ferrous metal 
products 
12 143 889 1 112 302 961 907 15.64% 
Fabricated metal products 21 728 002 1 692 099 1 828 669 -7.47% 
 Structural metal products 8 563 859 574 480 728 608 -21.15% 
 Other fabricated metal prod 13 164 143 1 109 774 1 075 592 3.18% 
Total machinery & equipment 19 077 949 1 866 868 1 630 386 14.50% 
 General purpose machinery 8 389 330 889 101 738 943 20.32% 
 Special purpose machinery 8 791 612 759 048 697 584 8.81% 
 Household appliances 1 897 007 168 851 156 600 7.82% 
Motor vehicles, trailers, parts and 33 625 679 3 316 557 2 777 418 19.41% 
                                                     
1
 ILO Task Force on Country Studies on Globalisation, Studies on the social dimensions of globalisation: South 
Africa, 1999, ILO: Geneva 
C A S E RESEARCH FOR MERSETA 
 
 
MERSETA SECTOR SKILLS PLAN 7 
Manufacturing divisions and 
major groups 
Year 
1998 
June 1999 June 1998 
% Change 
June ’98- June 
‘99 
accessories 
 Motor vehicles 23 538 164 2 411 954 1 938 613 24.42% 
 Bodies for motor vehicles, trailers 
and semi-trailers 
1 589 850 117 299 142 724 -17.81% 
 Parts & accessories 8 497 665 782 092 697 256 12.17% 
Other transport equipment 1 948 497 231 783 186 708 24.14% 
Table 3: Value of sales for manufacturing divisions and major groups within the MERSETA, and percentage 
change  (1998-99)
2
 
The iron and steel industry registered the largest negative percent change in the value of sales  
(-12.22%), followed by fabricated metal products (-7.47%).  Within fabricated metal products, the largest 
drop in the value of sales was in structural metal products.  Rubber products experienced a 2.85% drop, 
while the value in sales of plastic products dropped by 0.79%.  In contrast, the value of sales for motor 
vehicles, trailers, parts and accessories increased by 19.41% from June 1998 to June 1999, even though 
there was a substantial drop in the value of sales for bodies of motor vehicles, trailers and semi-trailers.  
Other transport equipment also exhibited a positive increase in the value of sales in the order of 24.14%.  
 
Unfortunately, it is difficult at this time to compile information on a regional level for the MERSETA 
sectors.  However, the table below provides a regional breakdown for the manufacturing sector as whole.  
It includes both sectors that fall within the scope of the MERSETA and sectors that do not.  Where 
appropriate, contributions by any of the MERSETA sub-sectors are highlighted. 
 
Province 
No. of 
establishments 
Total 
employment 
Total 
salaries & 
wages 
Output 
Capital 
expenditure 
on new assets 
Net profit 
 Number R’000 
Western Cape 4 745 251 622 8 981 178 49 093 503 2 124 026 3 801 495 
Eastern Cape 1 539 119 894 4 569 038 29 962 675 1 063 797 2 334 680 
Northern Cape 344 9 659 244 354 1 496 704 26 228 108 533 
Free State 996 52 450 1 807 915 13 438 691 694 313 1 141 684 
KwaZulu-Natal 5 012 324 149 11 655 867 73 039 031 2 276 036 5 738 447 
North West 683 36 907 1 338 515 8 047 239 472 028 875 145 
Gauteng 11 091 535 258 26 233 629 132 647 968 5 296 333 8 939 800 
Mpumalanga 833 74 069 3 099 143 22 585 242 1 990 703 2 839 037 
Northern Prov. 596 28 876 581 269 4 105 464 111 037 320 652 
RSA 25 839 1 432 884 58 510 908 334 416 517 14 054 501 26 099 473 
Table 4: Select principal statistics for manufacturing according to provinces (1996)
3
 
As the table above shows, in 1996 almost half of all manufacturers (43%) were situated in Gauteng, 
followed by KwaZulu-Natal (19%) and Western Cape (18%).  As expected, these three provinces 
contributed the most to total output.  In particular, Gauteng, KwaZulu-Natal and Western Cape 
contributed 40%, 22% and 15% to total output, respectively. 
 
According to the 1996 Census of Manufacturing, a significant number of manufacturers were classified in 
                                                     
2
 Source: Statistics South Africa. Manufacturing: Production and Sales, June 1999, (Pretoria: Stats SA, 12 August 
1999). 
3
 Source: Statistics SA. Census of Manufacturing, 1996. Statistics according to major groups and subgroups: South 
Africa, (Pretoria: Stats SA, 1996), p.2. 
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the fabricated metal products division (16% of total manufacturers) and the machinery and equipment 
division (11% of total manufacturers).  The largest number of manufacturers in the fabricated metal 
products division was involved in the manufacturing of metal doors, windows and gates (18%) and 
general mechanical engineering (29%). 
 
While the food and food products establishments produced 14% of the total manufacturing output, the 
motor vehicle, trailers and semi-trailers and the basic iron and steel divisions were the second and third 
largest producers with contributions of 11% and 7% respectively.  Moreover, after the food and food 
products and the wearing apparel divisions, the fabricated metal products and the machinery and 
equipment divisions represented the largest number of employees, 8% and 6% respectively. 
 
Major divisions 
No. of 
establishments 
Total 
employment 
Total 
salaries & 
wages 
Output 
Capital 
Expenditure 
on new assets 
Net profit 
Number R million R million R million R million 
Food & food products 2000 192 285 6 073 47 245 1 469 2 426 
Motor vehicles; 
trailers & semi-
trailers 
1 175 95 779 4 521 36 486 1 225 2 421 
Basic iron & steel 
products 
144 63 557 4 467 23 425 2 485 1 983 
Fabricated metal 
products 
4 156 114 103 4 857 21 086 504 1 136 
Other chemical 
products 
791 59 497 3 484 20 939 564 1 665 
Machinery & 
equipment 
2 923 89 939 4 431 18 238 369 694 
Paper & paper 
products 
446 43 972 2 300 16 991 1 219 1 821 
Coke & refined 
petroleum products 
83 18 051 1 649 16 253 980 2 426 
Basic chemicals 239 27 362 2 096 15 591 1 032 1 698 
Beverages 228 36 036 1 840 14 639 627 2 491 
Wearing apparel 1 649 143 903 2 818 10 283 172 244 
Total 
manufacturing 
25 839 1 432 884 58 510 334 416 14 054 26 100 
Table 5: Selected principal statistics according to major manufacturing divisions: 1996
4
 
 
As shown in the table above, the largest capital projects were undertaken by the basic iron and steel 
products division (18% of total expenditure on new assets), followed by the food and food products 
division (10%) and the motor vehicles, trailers and semi-trailers division (9%).  
 
Table 6 below shows the workforce skill structure for the MERSETA sectors and the total economy since 
1970. A far greater percentage (59.95%) of employees are categorised as “unskilled” as compared to the 
average percentage for all sectors of the economy (43.17%).  
 
 
                                                     
4
 Source: Statistics SA. Census of Manufacturing, 1996. Statistics according to major groups and subgroups: South 
Africa, (Pretoria: Stats SA, 1996), p.5. 
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 Total % 
Change 
Share of Highly 
Skilled 
Share of Skilled Share of Unskilled 
 1970-98 1970 1980 ’97-8 1970 1980 ‘97-8 1970 1980 ‘97-8 
MERSETA 1.22 4.78 6.4 12.6 25.55 27.65 27.42 69.66 65.94 59.95 
Total (SETAs) 1.1 7.64 10.8 17.1 30.28 33.78 39.71 62.08 55.41 43.17 
Table 6: Employment patterns for companies within the scope of the MERSETA, 1970, 1980 & 1997/8
5
 
The growing proportion of “highly skilled” employees (for example, artisans) has been as a result of the 
phenomenal growth in this skill segment, as well as a decline in the employment of workers in the 
“unskilled” segment (see Table 7 below). The continuing tough economic environment has produced a 
common response in employers who have developed cost cutting and production process efficiency 
programmes, leading to job losses particularly in the lower skill segments. The potential of continuing job 
losses in this skill segment continues to plague the sector with, for example, proposals around the 
deregulation of filling stations and the introduction of self-service, putting around 40 000 jobs at risk.  
The unions within this sector do not accept this situation and continue their vigorous opposition to 
continuing job losses and retrenchments. 
 
SETA Highly Skilled Skilled Unskilled 
MERSETA 163.60 7.32 -13.94 
Total 123.82 31.14 -30.46 
Table 7: Percentage change in Employment by Skill Level and SETA
6
 
Employment practices have also shifted towards a reduction in directly and permanently employed 
personnel through the introduction of fixed-contract employment, outsourcing, sub-contracting and the 
use of labour brokers. Figures on the extent of such employment practices, with the exception of fixed-
contract employment which is presented below, are not currently available. 
 
The employment information provided below is organised according to major groups and sub-groups, 
which correspond to the SIC sectors that fall within the MERSETA.  Table 8 provides a breakdown for 
permanent paid employees (total = 494 111).  Table 9 presents this information for temporary paid 
employees (total = 8 387), while Table 10 does so for casual paid employees (total  = 5 707)
7
.  
 
 
Permanent paid employees 
 
Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
Major Group – Rubber products 11 237 1 909 660 4 088 17 894 
 Tyres and tubes 5 216 1 274 223 2 658 9 371 
 Rebuilding & retreading of tyres 880 134 18 253 1 285 
 Other rubber products 5 141 501 419 1 177 7 238 
Major Group – Plastic products 26 197 10 640 2 274 7 807 46 918 
Major Group – Basic Iron and Steel 41 682 2 660 827 15 445 60 614 
 Basic iron and steel industries 38 714 2 509 786 14 377 56 386 
 Steel pipe and tube mills 2 968 151 41 1 068 4 228 
Major Group – Basic precious & non-ferrous metals 11 241 654 1 359 4 552 17 806 
                                                     
5
 Bhorat, Haroon. Labour Demand Patterns and the National Skills Development Strategy. Paper 2 (n.d.), p.10. 
6
 Ibid. 
7
 Unfortunately, the Stats SA Census of Manufacturing, 1996 does not provide explanatory notes on the difference 
between temporary paid and casual paid employees.  
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Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
 Refining of precious metals 1 780 25 30 1 116 2 951 
 Primary non-ferrous metal products 9 461 629 1 329 3 436 14 855 
Major Group – Casting of metals 1 233 94 37 329 1 693 
 Casting of iron and steel 912 73 36 261 1 282 
 Casting of non-ferrous metals 321 21 1 68 411 
Major Group – Structural metal products, tanks, 
reservoirs and steam generators 
23 105 3 361 1 415 9 156 37 037 
 Metal Structures or parts thereof 9 321 1 331 452 3 363 14 467 
 Metal doors, windows and gates 8 969 1 425 747 3 329 14 470 
 Tanks, reservoirs and similar containers of metal 3 245 408 132 1 529 5 314 
 
Steam generators, except central heating hot 
water boilers 
1 570 197 84 935 2 786 
Major Group – Other fabricated metal products: 
metalwork service activities 
44 130 6 459 2 936 16 643 70 168 
 
Forging, pressing, stamping & roll-forming of 
metal: powder metallurgy 
299 134 1 86 520 
 Treating and coating of metals 4 096 343 139 1 094 5 672 
 General mechanical engineering 5 914 924 218 3 282 10 338 
 Cutlery, hand tools and general hardware 6 051 1 012 505 2 182 9 750 
 Metal Containers 4 600 857 830 1 789 8 076 
 Cables and wire products 6 448 918 161 1 730 9 257 
 Springs (all types) 1 559 249 155 502 2 465 
 Metal fasteners 2 289 244 151 830 3 514 
 All other metal products 12 874 1 778 776 5 148 20 576 
Major Group – General Purpose Machinery 16 048 4 182 1 104 12 589 33 923 
 Pumps, compressors, taps and valves 2 704 380 148 2 172 5 404 
 Bearings, gears, gearing and driving elements 1 382 346 126 1 435 3 289 
 Ovens, furnaces and furnace burners 150 22 19 121 312 
 Lifting and handling equipment 2 949 900 233 2 596 6 678 
 Other general purpose machinery 8 863 2 534 578 6 265 18 240 
Major Group – Special Purpose Machinery 17 064 4 009 1 754 15 273 38 100 
 Agricultural and Forestry Machinery 2 490 516 33 1 316 4 355 
 Machine tools 1 681 370 212 1 778 4 041 
 Machinery for Metallurgy 156 1 2 187 346 
 Machinery for mining, quarrying & construction 5 949 738 999 4 339 12 025 
 
Machinery for food, beverage & tobacco 
processing 
782 557 101 766 2 206 
 Machinery for textile, apparel & leather prod. 23 67 27 29 146 
 
Other special purpose machinery including 
weapons and ammunition 
5 983 1 760 380 6 858 14 981 
Major Group – Household appliances n.e.c 6 232 2 091 649 1 224 10 196 
Major Group – Office, accounting & computing 
machinery  
166 56 14 272 508 
Major Group – Electric motors, generators & 
transformers 
3 509 403 111 2 943 6 966 
Major Group – Electricity distribution & Control 
apparatus 
4 103 645 184 1 769 6 701 
Major Group – Insulated wire and cable 6 302 760 361 1 852 9 275 
Major Group – Electric lamps & lighting equipment 1 648 1 216 107 906 3 877 
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Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
 Electric bulbs & fluorescent tubes 557 489 30 256 1 332 
 Illuminated signs & advertising displays 344 285 12 212 853 
Major Group – Other electrical equipment n.e.c. 8 273 1 801 593 4 606 15 273 
Major Group – Electronic valves, tubes and 
components 
287 250 17 607 1 161 
Major Group – TV & Radio transmitters & 
apparatus for line telephony & line telegraphy 
693 353 155 827 2 028 
Major Group – TV & Radio receivers, sound or 
video recording or reproducing apparatus & 
associated goods 
2 806 3 691 349 3 011 9 857 
 
Instruments & appliances for measuring, 
checking, testing and other purposes 
1 374 638 264 1 473 3 749 
 Industrial process control equipment 123 31 22 118 294 
Major Group – Optical instruments & photographic 
equipment 
440 396 163 340 1 339 
Major Group – Motor vehicles 23 871 5 086 1 392 8 360 38 709 
Major Group – Bodies for motor vehicles, trailers 
and semi-trailers 
6 054 2 040 546 2 549 11 189 
Major Group – Parts & accessories for motor 
vehicles and their engines 
21 919 7 831 2 338 10 824 42 912 
 Radiators 1 123 155 108 270 1 656 
 
Activities of specialised automotive engineering 
workshops 
3 206 933 218 3 035 7 392 
 Other motor vehicle parts and accessories 17 590 6 743 2 012 7 519 33 864 
Major Group – Building & repairing of ships & 
boats 
1 213 1 321 223 1 005 3 762 
 Building & repairing of ships 1 016 1 094 198 867 3 175 
 
Building & repairing of pleasure & sporting 
boats 
197 227 25 138 587 
Major Group – Railway & tramway locomotives & 
rolling stock 
4 262 635 57 3 009 7 963 
Major Group – Aircraft and spacecraft 517 141 50 4 204 4 912 
Major Group – Transport equipment n.e.c 249 137 3 62 451 
 Motor cycles, bicycles and invalid carriages 56 87 0  12 155 
 Other transport equipment n.e.c. 193 50 3 50 296 
 Furniture (metal) 4 811 902 341 1 095 7 149 
 
Furniture made predominantly of plastic 
materials 
182 1 35 18 236 
 TOTAL     494 111 
 Table 8: Number of permanent paid employees according to population group and manufacturing major 
groups and subgroups (1996)
8
 
 
Temporary paid employees 
 
Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
                                                     
8
 Source: Statistics SA. Census of Manufacturing, 1996. Statistics according to major groups and subgroups: South 
Africa, (Pretoria: Stats SA, 1996), pp. 289-299. 
C A S E RESEARCH FOR MERSETA 
 
 
MERSETA SECTOR SKILLS PLAN 12 
Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
Major Group – Rubber products 130 6 16 51 203 
 Tyres and tubes 41 2 4 44 91 
 Rebuilding & retreading of tyres 0 0 0 1 1 
 Other rubber products 89 4 12 6 111 
Major Group – Plastic products 1 008 282 86 117 1 493 
Major Group – Basic Iron and Steel 668 8 5 43 724 
 Basic iron and steel industries 244 3 5 21 273 
 Steel pipe and tube mills 424 5 0 22 451 
Major Group – Basic precious & non-ferrous metals 94 2 50 30 176 
 Refining of precious metals 16 0 0 17 33 
 Primary non-ferrous metal products 78 2 50 13 143 
Major Group – Casting of metals 51 4 0 0 55 
 Casting of iron and steel 50 4 0 0 54 
 Casting of non-ferrous metals 1 0 0 0 1 
Major Group – Structural metal products, tanks, 
reservoirs and steam generators 
1 751 135 6 257 2 149 
 Metal Structures or parts thereof 1 334 85 5 199 1 623 
 Metal doors, windows and gates 127 5 1 14 147 
 Tanks, reservoirs and similar containers of metal 270 45 0 35 350 
 
Steam generators, except central heating hot 
water boilers 
20 0 0 9 29 
Major Group – Other fabricated metal products: 
metalwork service activities 
1 058 189 67 358 1 672 
 
Forging, pressing, stamping & roll-forming of 
metal: powder metallurgy 
37 0 0 0 37 
 Treating and coating of metals 105 21 6 46 178 
 General mechanical engineering 157 32 12 96 297 
 Cutlery, hand tools and general hardware 69 5 4 26 104 
 Metal Containers 193 35 42 30 300 
 Cables and wire products 50 31 0 19 100 
 Springs (all types) 37 20 0 22 79 
 Metal fasteners 24 3 0 4 31 
 All other metal products 386 42 3 115 546 
Major Group – General Purpose Machinery 788 162 77 286 1 313 
 Pumps, compressors, taps and valves 83 0 0 14 97 
 Bearings, gears, gearing and driving elements 61 26 0 27 114 
 Ovens, furnaces and furnace burners 0 0 0 1 1 
 Lifting and handling equipment 36 2 2 30 70 
 Other general purpose machinery 608 134 75 214 1 031 
Major Group – Special Purpose Machinery 718 114 28 246 1 106 
 Agricultural and Forestry Machinery 31 20 0 10 61 
 Machine tools 90 8 1 66 165 
 Machinery for Metallurgy 8 0 6 3 17 
 Machinery for mining, quarrying & construction 220 16 3 58 297 
 
Machinery for food, beverage & tobacco 
processing 
43 7 0 3 53 
 Machinery for textile, apparel & leather prod. 0 0 0 1 1 
 
Other special purpose machinery including 
weapons and ammunition 
326 63 18 105 512 
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Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
Major Group – Household appliances n.e.c 110 274 3 6 393 
Major Group – Office, accounting & computing 
machinery  
6 5 0 2 13 
Major Group – Electric motors, generators & 
transformers 
79 7 0 35 121 
Major Group – Electricity distribution & Control 
apparatus 
138 20 1 32 191 
Major Group – Insulated wire and cable 30 25 5 132 192 
Major Group – Electric lamps & lighting equipment 11 9 0 0 20 
 Electric bulbs & fluorescent tubes 2 0 0 0 2 
 Illuminated signs & advertising displays 4 0 0 0 4 
Major Group – Other electrical equipment n.e.c. 239 68 2 50 359 
Major Group – Electronic valves, tubes and 
components 
0 0 0 6 6 
Major Group – TV & Radio transmitters & 
apparatus for line telephony & line telegraphy 
11 2 0 0 13 
Major Group – TV & Radio receivers, sound or 
video recording or reproducing apparatus & 
associated goods 
234 232 0 110 576 
 
Instruments & appliances for measuring, 
checking, testing and other purposes 
11 2 3 5 21 
 Industrial process control equipment 25 9 9 3 46 
Major Group – Optical instruments & photographic 
equipment 
0 60 0 2 62 
Major Group – Motor vehicles 79 7 0 35 121 
Major Group – Bodies for motor vehicles, trailers 
and semi-trailers 
465 52 7 92 616 
Major Group – Parts & accessories for motor 
vehicles and their engines 
504 314 45 83 946 
 Radiators 29 0 18 2 49 
 
Activities of specialised automotive engineering 
workshops 
31 9 3 16 59 
 Other motor vehicle parts and accessories 444 305 24 65 838 
Major Group – Building & repairing of ships & 
boats 
125 108 34 19 286 
 Building & repairing of ships 21 35 0 4 60 
 
Building & repairing of pleasure & sporting 
boats 
104 73 34 15 226 
Major Group – Railway & tramway locomotives & 
rolling stock 
95 0 0 19 114 
Major Group – Aircraft and spacecraft 1 0 0 3 4 
Major Group – Transport equipment n.e.c 0 0 0 4 4 
 Motor cycles, bicycles and invalid carriages 0 0 0 1 1 
 Other transport equipment n.e.c. 0 0 0 3 3 
 Furniture (metal) 65 7 3 13 88 
 
Furniture made predominantly of plastic 
materials 
24 0 0 17 41 
TOTAL     8 387 
Table 9: Number of temporary paid employees according to population group and manufacturing major 
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groups and subgroups (1996)
9
 
Casual paid employees 
 
Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
Major Group – Rubber products 72 1 3 6 82 
 Tyres and tubes 11 1 0 0 12 
 Rebuilding & retreading of tyres 0 0 0 1 1 
 Other rubber products 61 0 3 5 69 
Major Group – Plastic products 533 138 34 33 738 
Major Group – Basic Iron and Steel 646 30 3 192 871 
 Basic iron and steel industries 582 27 2 192 803 
 Steel pipe and tube mills 64 3 1 0 68 
Major Group – Basic precious & non-ferrous 
metals 
82 4 0 12 98 
 Refining of precious metals 4 0 0 0 4 
 Primary non-ferrous metal products 78 4 0 12 94 
Major Group – Casting of metals 2 0 0 0 2 
 Casting of iron and steel 0 0 0 0 0 
 Casting of non-ferrous metals 2 0 0 0 2 
Major Group – Structural metal products, tanks, 
reservoirs and steam generators 
493 39 1 122 655 
 Metal Structures or parts thereof 164 15 0 27 206 
 Metal doors, windows and gates 145 6 0 22 173 
 
Tanks, reservoirs and similar containers of 
metal 
72 13 0 1 86 
 
Steam generators, except central heating hot 
water boilers 
112 5 1 72 190 
Major Group – Other fabricated metal products: 
metalwork service activities 
886 98 23 145 1 152 
 
Forging, pressing, stamping & roll-forming of 
metal: powder metallurgy 
1 1 0 0 2 
 Treating and coating of metals 151 3 0 9 163 
 General mechanical engineering 219 46 3 15 283 
 Cutlery, hand tools and general hardware 50 21 8 11 90 
 Metal Containers 138 2 10 4 154 
 Cables and wire products 129 18 2 96 245 
 Springs (all types) 14 3 0 0 17 
 Metal fasteners 24 3 0 2 29 
 All other metal products 160 1 0 8 169 
Major Group – General Purpose Machinery 338 74 16 56 484 
 Pumps, compressors, taps and valves 72 8 0 4 84 
 Bearings, gears, gearing and driving elements 30 10 0 3 43 
 Ovens, furnaces and furnace burners 4 0 0 0 4 
 Lifting and handling equipment 28 13 0 12 53 
 Other general purpose machinery 204 43 16 37 300 
Major Group – Special Purpose Machinery 285 83 3 32 403 
 Agricultural and Forestry Machinery 31 9 0 4 44 
                                                     
9
 Source: Statistics SA. Census of Manufacturing, 1996. Statistics according to major groups and subgroups: South 
Africa, (Pretoria: Stats SA, 1996), pp.300-310. 
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Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
 Machine tools 26 1 0 0 27 
 Machinery for Metallurgy 1 0 0 0 1 
 
Machinery for mining, quarrying & 
construction 
107 13 0 21 141 
 
Machinery for food, beverage & tobacco 
processing 
6 25 0 1 32 
 Machinery for textile, apparel & leather prod. 1 0 0 0 1 
 
Other special purpose machinery including 
weapons and ammunition 
113 35 3 6 157 
Major Group – Household appliances n.e.c 1 849 0 0 925 2 774 
Major Group – Office, accounting & computing 
machinery  
2 0 0 1 3 
Major Group – Electric motors, generators & 
transformers 
18 0 8 4 30 
Major Group – Electricity distribution & Control 
apparatus 
88 3 0 10 101 
Major Group – Insulated wire and cable 120 23 0 14 157 
Major Group – Electric lamps & lighting 
equipment 
23 0 0 3 26 
 Electric bulbs & fluorescent tubes 0 0 0 0 0 
 Illuminated signs & advertising displays 3 0 0 3 6 
Major Group – Other electrical equipment n.e.c. 58 5 3 15 81 
Major Group – Electronic valves, tubes and 
components 
0 0 0 0 0 
Major Group – TV & Radio transmitters & 
apparatus for line telephony & line telegraphy 
0 2 0 10 12 
Major Group – TV & Radio receivers, sound or 
video recording or reproducing apparatus & 
associated goods 
0 5 0 2 7 
 
Instruments & appliances for measuring, 
checking, testing and other purposes 
24 3 0 1 28 
 Industrial process control equipment 3 0 0 1 4 
Major Group – Optical instruments & 
photographic equipment 
1 0 0 0 1 
Major Group – Motor vehicles 51 0 0 1 52 
Major Group – Bodies for motor vehicles, trailers 
and semi-trailers 
61 2 4 2 69 
Major Group – Parts & accessories for motor 
vehicles and their engines 
323 153 1 31 508 
 Radiators 0 0 0 0 0 
 
Activities of specialised automotive 
engineering workshops 
52 10 1 14 77 
 Other motor vehicle parts and accessories 271 143 0 17 431 
Major Group – Building & repairing of ships & 
boats 
21 8 0 8 37 
 Building & repairing of ships 21 8 0 8 37 
 
Building & repairing of pleasure & sporting 
boats 
0 0 0 0 0 
Major Group – Railway & tramway locomotives 
& rolling stock 
21 4 0 11 36 
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Major Group and Sub-group Africans Coloured 
Indians/ 
Asians 
Whites 
All 
groups 
Major Group – Aircraft and spacecraft 12 0 0 2 14 
Major Group – Transport equipment n.e.c 0 0 0 0 0 
 Motor cycles, bicycles and invalid carriages 0 0 0 0 0 
 Other transport equipment n.e.c. 0 0 0 0 0 
 Furniture (metal) 58 2 2 4 66 
 
Furniture made predominantly of plastic 
materials 
17 0 0 0 17 
TOTAL     5 707 
Table 10: Number of casual paid employees according to population group and manufacturing major groups 
and subgroups (1996)
10
 
 
Demand for employees in the “highly skilled” category is expected to remain high, although the supply of 
such skills has ironically generally been reduced through the withdrawal of government support for 
apprenticeship programmes and lower intake by companies, see the table below. Demand for apprentices 
and the development of artisan skills tends to be higher in sub-sectors focused on „jobbing‟ or the 
production of particular products for particular clients, a common situation in the heavy engineering 
industry and aspects of the motor sub-sector. 
 
Sub-sector 
Contracts of apprenticeships 
registered 
Contracts of apprenticeships 
completed 
 1995 1999 1995 1999 
Automobile 523 147 33 38 
Metal & Plastics 5828 5401 1067 812 
Motor 3616 3332 358 212 
Tyre & Rubber 6 0 12 0 
Table 11: Apprenticeships registered interms of Department of Labour records in 1995 and 1999 
11
 
 
Expenditure on education and training in the sector tends to be higher than levels for overall 
manufacturing.  The automotive assembly and machinery manufacturing industries spend the most on 
training within the MERSETA sub-sectors. The table below gives the full picture: 
 
Industry 
% of 
turnover 
% of 
remuneration 
Training per 
employee 
Total training 
investment 
Fabricated metals 0.37% 2.40% R 1 097 R 15 713 500 
Machinery (elec & mech) 0.70% 3.54% R 2 239 R 14 629 714 
Motor parts & accessories 0.34% 2.07% R 925 R 5 320 781 
Motor vehicles 0.54% 3.35% R 2 244 R 50 136 444 
Total Manufacturing 0.36% 2.22% R 1 003 R 272 198 786 
Table 4: Expenditure on training for selected industries, 1996
12
 
The table below provides information about number of employees, gross salaries and wages for major 
                                                     
10
 Source: Statistics SA. Census of Manufacturing, 1996. Statistics according to major groups and subgroups: South 
Africa, (Pretoria: Stats SA, 1996), pp.311-320. 
11
 Department of Labour, Annual Report, 1999, Pretoria.  
12
 BMI and IRG, Study into Financing Mechanisms of Training in South Africa (a study initiated through the 
Japanese Grant Fund), Study 1A to NEDLAC and NTB, 1996, p19-20 
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manufacturing sectors.  As it will become apparent, some sub-sectors are not fully covered due to the 
discrepancies between MERSETA sub-sectors and the categories used by Statistics South Africa to 
compile relevant data.  
 
Industry Number of employees Gross salaries and wages (‘000s) 
SIC 
Code 
Description Dec 1998 Sept 1999 Dec 1999 Dec 1998 Sept 1999 Dec 1999 
3 Manufacturing 1 321 302 1 295 586 1 290 560 18 151 772 16 652 442 18 554 936 
337  Rubber products 14 849 14 020 14 303 213 833 184 751 251 211 
338  Plastic products 56 840 56 627 53 839 781 447 639 687 743 526 
35 
Basic metals, metal 
products and machinery 
243 888 231 711 224 753 3 847 184 3 638 352 3 829 056 
351  Basic iron and steel 45 651 41 002 39 749 981 583 981 176 948 850 
352  
Basic precious & non-
ferrous metals 
15 085 14 338 14 020 299 764 276 302 279 152 
353 
&354 
 Casting of metals 48 607 44 750 43 991 619 453 573 961 614 442 
355  
Other fabricated metal 
products 
64 967 58 124 56 462 823 472 698 989 778 499 
356  
General purpose 
machinery 
25 499 24 926 23 584 445 016 387 656 407 375 
357  
Special purpose 
machinery 
34 431 37 255 36 016 594 978 610 507 674 388 
358  
Household appliances 
n.e.c
13
 
8 700 10 452 10 067 76 588 103 388 118 522 
359  
Office, accounting & 
computing machinery 
948 864 864 6 330 6 373 7 828 
38 Transport Equipment 86 182 85 718 85 328 1 509 680 1 322 874 1 569 423 
381  Motor vehicles 31 901 32 521 32 139 700 064 597 982 679 114 
382  
Bodies for motor 
vehicles, trailers and 
semi-trailers 
8 942 8 366 7 936 129 352 128 180 133 986 
383  
Parts & accessories 
for motor vehicles and 
their engines 
34 649 33 993 34 779 505 570 436 226 542 744 
387  
Transport equipment 
n.e.c. 
1 056 817 823 9 555 5 748 8 038 
Table 11: Number of employees, gross salaries and wages according to major industrial groups of 
manufacturing (1998-99)
14
 
In terms of industrial policy, the automotive sub-sector has the most developed strategy in the form of the 
Motor Industry Development Programme (MIDP), which runs for another seven years. While the 
bargaining councils in the motor and metal and engineering sub-sectors have begun to pursue the idea of 
setting up Industrial Policy Forums (IPFs) within their councils, no substantial sector industrial strategies 
have evolved in the other sub-sectors. The programme of the Department of Trade and Industry to 
facilitate the setting up of Sector Job Summits – an outcome of the 1998 Presidential Job Summit – is 
expected to allow for the emergence of sector industrial strategies. Such strategies will be closely linked 
                                                     
13
 The abbreviation “n.e.c” stands for “not elsewhere classified”. 
14
 Source: Statistics SA. Labour Statistics, Statistical Release P0271. Survey of Total Employment and Earnings. 
December 1999, (Pretoria: Statistics SA, 28 March 2000), pp. 31-33. 
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to the MERSETA‟s sector skills planning and inform the development of future sector skills plans. 
 
DATA BY SUB-SECTOR 
 
The following sections provide economic data, as well as information on the size and employment of each 
of the sub-sectors that make up the MERSETA.  As will be observed, the availability of relevant data 
varies by sub-sector.  Consequently, in some cases, it has not been possible to provide detailed 
information by race, gender and age.  Moreover, there is very little information regarding the number of 
people with disabilities employed within each of the sub-sectors, as well as specific data on the impact of 
HIV/Aids on the workplace. 
 
Regarding the impact of HIV/Aids, suffice it to say that it is estimated that 30% of the workforce for the 
country as a whole will be ill with Aids-related diseases by the year 2010.  Currently, about 20% of the 
workforce is HIV-positive and 3-4% of employees are ill with Aids-related diseases.  It is expected that in 
the manufacturing sector - considered to be moderately affected by HIV/Aids - the total increased cost of 
the disease to the workplace over the next 5-10 years will be of 25%
15
.  
 
It is likely that the epidemic will result in AIDS illnesses and deaths mostly amongst 25 to 49 year olds 
who constitute the bulk of the workforce.  Statistics show that over the next 10 years, South African firms 
will begin to lose approximately four per cent of their employees to AIDS each year.  This is likely to 
increase certain direct costs of employers, particularly those related to health and other employee benefits. 
The risk of infection seems to be greatest amongst less skilled workers and those from disadvantaged 
communities.  However, evidence from other parts of Africa shows that more skilled employees are often 
at above-average risk.
16
 
 
New Tyre Sub-sector 
 
Economic Data and Size Profile 
 
According to available data, the production of rubber products contributes approximately 0,3% to South 
Africa‟s GDP and total employment, and 0.4% to total exports.  Approximately 90% of locally produced 
rubber products are sold to the domestic market.  About one quarter of total domestic demand for rubber 
products is accounted for by imports.  Tyres and tubes account for approximately 30% of these imports
17
.  
 
The manufacturing of tyres and tubes, as well as tyre rebuilding and retreading operations, accounts for 
63% of the total rubber sector.  Current figures for the New Tyre sector show that tyre manufacturing 
contributes 3.48% to GDP while exports account for 0.45% of GDP
18
.  Tyres and tubes are mainly 
                                                     
15
 Daniels, Glenda. “Business counts the cost of HIV” (Work to Rule, Mail & Guardian, September 22 to 28 2000), 
p.11. 
16
 Kinghorn, Anthony. “The HIV/Aids Challenge” (Productivity: Jan/Feb 2000), pp.21-23. 
 
17
 Industrial Development Corporation of South Africa and Department of Trade and Industry.  Sectoral Prospects: 
Growth Guidelines for 80 South African industries – 1997 to 2001, (Sandton: IDC of SA Ltd., 1998). The prospects 
outlined in this study are based on an average GDP growth of 3.1% p.a. for the period 1997 to 2001, averaging 3.8% 
p.a. between 1999 and 2001.  Since growth is not expected to reach 3% during this fiscal year, the data that follow 
must be analysed with caution as the economic situation is not likely to be as favourable as at the time that the 
prospects were produced.  
18
 Figures obtained from Romano Daniels, Training Manager, Bridgestone/Firestone (Pty) Ltd., personal 
communication.   
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supplied to the automotive industry and other automotive intensive industries, such as mining, the 
transport service sector, as well as the wholesale and retail trade sectors.   
 
Imports account for about 14% of domestic demand.  These imports are mainly due to local tyre 
manufacturers importing a large number of products to compliment their product range.  On January 1
st
, 
1997 the import quota system was abolished and duties were increased from 25% to 43% on passenger, 
and 36% on bus and truck, tyres in accordance with GATT allowances.  However, these duties are being 
decreased annually.  Duties on passenger tyres are expected to reach 25% by 2002.  While recent 
increases in tariffs have given the industry some relief from imports, there is also an increased threat of 
large-scale illegal imports.
19
  
 
The new tyre sub-sector is comprised of only four employers, making it the most ownership-concentrated 
sub-sector in the MERSETA fold. The companies are: Continental Tyre SA (Pty) Ltd., 
Bridgestone/Firestone SA (Pty) Ltd., Goodyear SA (Pty) Ltd., and Dunlop Tyres (Pty) Ltd.  
 
Employment 
 
Together, the four tyre manufacturers currently employ about 8 000 people, this is down from 11 000 in 
1995. The tables below provide a breakdown of employment by each employer according to gender, race 
and main occupational category
20
.  In addition, for Goodyear (Pty) Ltd and Dunlop Tyres (Pty) Ltd., 
information regarding employment of people with disabilities by gender, race and occupational category 
is also included.  
 
 
Continental Tyre SA (Pty) Ltd.  
Occupational 
categories 
Male Female 
Total 
African Coloured Indian White African Coloured Indian White 
Legislators, senior 
officials and managers 
34 4 3 130 - 2 - 9 182 
Professionals - 3 1 50 - - - 5 59 
Technicians and 
associate professionals 
16 3 2 82 - - - 2 105 
Clerks 30 4 1 20 9 4 1 58 127 
Service and sales 
workers 
21 1 4 29 - 1 1 11 68 
Craft & related trades 
workers 
15 4 - 114 - - - - 133 
Plant & machine 
operators and 
assemblers 
803 31 10 333 32 41 - 45 1 295 
Elementary occupations - - - - - - - - - 
Total Permanent 919 50 21 758 41 48 2 130 1 969 
Non-permanent 
employees 
6 2 0 9 2 1 0 17 37 
Total 925 52 21 767 43 49 2 147 2 006 
 
 
 
                                                     
19
 Industrial Development Corporation of South Africa and Department of Trade and Industry.  Sectoral Prospects: 
Growth Guidelines for 80 South African industries – 1997 to 2001, (Sandton: IDC of SA Ltd., 1998). 
20
 The data for the tables that follow was obtained directly from the respective employers. 
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Bridgestone/Firestone SA (Pty) Ltd.  
Occupational 
categories 
Male Female 
Total 
African Coloured Indian White African Coloured Indian White 
Legislators, senior 
officials and managers 
- - - 10 - - - 1 11 
Professionals - 2 - 30 - - - 2 34 
Technicians and 
associate professionals 
99 68 3 169 1 3 - 14 357 
Clerks 10 10 4 6 2 3 1 43 79 
Service & sales workers 7 3 1 55 - - 1 13 80 
Craft & related trades 
workers 
- - - - - - - - - 
Plant & machine 
operators & assemblers 
897 200 1 34 - 1 - - 1 133 
Elementary occupations 59 8 - - 1 - - 1 69 
Total Permanent 1 072 291 9 304 4 7 2 74 1 763 
Non-permanent 
employees 
18 2 - 6 - 4 - 6 36 
Total 1 090 293 9 310 4 11 2 80 1 799 
 
Goodyear SA (Pty) Ltd.  
Occupational 
categories 
Male Female 
Total 
African Coloured Indian White African Coloured Indian White 
Legislators, senior 
officials and managers 
- 3 1 45 - - - - 49 
Professionals 9 15 - 103 - - - 8 135 
Technicians and 
associate professionals 
26 47 6 142 1 2 - 34 258 
Clerks 15 17 3 12 2 6 4 57 116 
Service & sales workers 5 5 - 1 - - - - 11 
Craft & related trades 
workers 
22 41 8 111 - - - - 182 
Plant & machine 
operators & assemblers 
830 429 5 74 4 12 1 11 1 366 
Elementary occupations 41 11 - 2 3 8 - - 65 
Total Permanent 948 568 23 490 10 28 5 110 2 182 
Non-permanent 
employees 
- - - - - - - - - 
Total 948 568 23 490 10 28 5 110 2 182 
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Goodyear SA (Pty) Ltd. 
Occupational 
categories 
Disabled Males Disabled Females 
Total 
African Coloured Indian White African Coloured Indian White 
Legislators, senior 
officials and managers 
- - - 1 - - - - 1 
Professionals - - - - - - - - - 
Technicians and 
associate professionals 
- 1 - - - - - - 1 
Clerks - - - - - - - - - 
Service & sales workers - - - - - - - - - 
Craft & related trades 
workers 
- 2 - 5 - - - - 7 
Plant & machine 
operators & assemblers 
7 1 - 1 - - - 1 10 
Elementary occupations 3 - - - - - - - 3 
Total Permanent 10 4 - 7 - - - 1 22 
Non-permanent 
employees 
- - - - - - - - - 
Total 10 4 - 7 - - - 1 22 
  
Dunlop Tyres (Pty) Ltd.  
Occupational 
categories 
Male Female 
Total 
African Coloured Indian White African Coloured Indian White 
Legislators, senior 
officials and managers 
- - - 8 - - - 1 9 
Professionals 6 8 13 67 - - - 7 101 
Technicians and 
associate professionals 
41 11 69 106 1 - 7 30 265 
Clerks 26 3 14 18 3 - 5 34 103 
Service & sales workers - - - - - - - - - 
Craft & related trades 
workers 
4 2 24 19 - - - - 49 
Plant & machine 
operators & assemblers 
1 330 51 30 9 31 - 4 - 1 455 
Elementary occupations - - - - - - - - - 
Total Permanent 1 407 75 150 227 35 - 16 72 1 982 
Non-permanent 
employees 
- - - - - - - - - 
Total 1 407 75 150 227 35 - 16 72 1 982 
 
 
Dunlop Tyres (Pty) Ltd.  
Occupational 
categories 
Disabled Males Disabled Females 
Total 
African Coloured Indian White African Coloured Indian White 
Legislators, senior 
officials and managers 
- - - - - - - - - 
Professionals - - - - - - - - - 
Technicians and 
associate professionals 
- - - - - - - - - 
Clerks - - - - - - - - - 
Service& sales workers - - - - - - - - - 
Craft & related trades - - - - - - - - - 
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workers 
Plant & machine 
operators & assemblers 
3 1 - - - - - - 4 
Elementary occupations - - - - - - - - - 
Total Permanent 3 1 - - - - - - 4 
Non-permanent 
employees 
- - - - - - - - - 
Total 3 1 - - - - - - 4 
 
Main Employers, Trade Union organisations, and Associated Professional Bodies 
 
Main Employers 
 
 Continental Tyre SA (Pty) Ltd. 
 Bridgestone/Firestone SA (Pty) Ltd. 
 Goodyear SA (Pty) Ltd. 
 Dunlop Tyres (Pty) Ltd.   
 
Trade Union organisations 
 
 National Union of Metalworkers of South Africa (NUMSA) 
 South African Workers‟ Union (SAWU) 
 
Associated Professional Bodies 
 
 Business South Africa (BSA) 
 South African Bureau of Standards (SABS) 
 National Occupational Safety Association (NOSA) 
 South African Procurement and Inventory Control (SAPIC) 
 Production Management Institute of South Africa (PMISA) 
 
Plastics Sub-sector 
 
Economic Data and Size Profile 
 
Plastic products are used as inputs into almost every type of industrial activity, particularly the trade 
sector, the soap and cosmetics industries, as well as building and construction, through their demand for 
packaging and other intermediate products.  In addition, plastics are finding numerous applications, as 
substitutes for other traditional materials, in engineering, mining, agriculture, transport, construction, as 
well as the electrical and chemical industries.  
 
The total plastics industry, from raw materials and converters to all other suppliers, has a turnover of 
approximately R21 billion p.a., and employs approximately 35 000 people.  Figures for 1999 show that, 
as a whole, the plastics industry contributes in excess of 4% to South Africa‟s GDP21.  It employs 
approximately 0.7% of the total workforce and 2.3% of the manufacturing sector‟s workforce.  
 
The South African Plastics Converting Industry is made up of approximately 800, mainly small, 
companies.  It encompasses the bulk of employees in the plastics sub-sector (32 000) and currently it 
produces sales of approximately R17 billion p.a., although with very limited exports.   
                                                     
21
 RSA Plastics Industry Overview (Midrand: Plastics Federation of South Africa, 1999). 
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Polymers 
1999 
Local polymer consumption (virgin & semi-finished) 965 000 tonnes 
Local recycled material consumption 115 000 tonnes 
Local polymer production 885 000 tonnes 
Polymer imports 295 000 tonnes 
Polymer exports 215 000 tonnes 
Per capita consumption from local converters 22 Kg/annum 
Per capita consumption of imported plastic products +/-15 Kg/annum 
Table 12: Selected statistics for polymers (1999)
22
 
 
Common production processes used in the converting industry include: 
 blow moulding and injection moulding, where raw materials are moulded into plastic products; 
 extrusion, in which raw materials are squeezed into fibres, sheeting and coatings; and, 
 vacuum forming, which creates products using moulds and vacuums. 
 
The majority of raw materials used by the plastics converting industry are supplied through Sasol. 
Historically, the plastics production chain (from upstream petrochemical feedstock production to 
downstream plastics production) has been considered to be „top heavy‟ with expansions in upstream 
production not translating into downstream production growth. Expansion in downstream plastics 
production has been prevented through high raw material costs. During the early 1990s, raw material 
costs represented between 40-60% of total production costs. 
 
The sector‟s massive job creation potential has never been fully exploited because of the „top heavy‟ 
structure in the production chain and also rapid tariff reduction causing an increase in competitive 
imports. The Industrial Strategy Project identified further obstacles to growth in the plastics conversion 
industry in 1994: 
 Old technology – machinery was prone to breakdowns and was scrap intensive, the reliance of the 
industry on importing machinery was an additional cost obstacle; 
 Poor skill levels – the industry was historically reliant on tool-making and related skills through a 
generation of immigrants to South Africa who were dying out; and, 
 Lack of government support. 
 
Employment 
 
Table 13 below provides a gender and race distribution for the 32 000 people employed by the plastics 
industry:   
 
 Male Female Total 
White 13% 4% 17% 
Black (Africans, Coloureds & Indians) 60% 20% 80% 
Total 73% 24% 97% 
Table 13: Breakdown of total employment by gender and race
23
 
While figures are unavailable, stakeholders within the industry estimate that the employment of disabled 
individuals stands at less than 1% of the total workforce within the industry. 
 
                                                     
22
 Ibid. 
23
 Data obtained from Mike Bullock, Plastics Federation of South Africa, personal communication. 
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Trade Union organisations and Associated Professional Bodies 
 
Trade Unions 
 
 CEPPWAWU (Chemical, Energy, Paper, Printing, Wood and Allied Workers‟ Union) 
 NUMSA (National Union of Metalworkers of South Africa) 
 SACWU (South African Chemical Workers Union) 
 NETU (National Employers Trade Union) 
 
Associated Professional Bodies 
 
Material Suppliers 
 Dow SA 
 Polifin 
 Composite Materials Suppliers Group (CMSG) 
 South African Polymer Importers Association (SAPIA) 
 
Converters 
 Plastics Converters Association (PCA) 
 Association of Rotational Moulders of South Africa (ARMSA) 
 
Other Associations 
 S.A. Machinery Suppliers‟ Association for Plastics, Printing, Packaging and Allied Industries 
(SAMPLAS) 
 Plastics Federation of South Africa (PFSA) 
 Plastics Institute of Southern Africa (PISA) 
 
Interest Groups Allied to the Industry 
 Expanded Polysterene Association of South Africa (EPSASA) 
 Plastics Mould-Makers Association (PMMA) 
 Plastics Distributors Association of South Africa (PDASA) 
 Polyurethane Association of South Africa (PASAF) 
 Institute of Materials (IOM) 
 Engineering Council of South Africa (ECSA) 
 
 
Auto Sub-sector 
 
Economic Data and Size Profile
24
 
 
During 1999, the automotive industry in South Africa, in common with many other countries, 
experienced a flat revenue environment, ultra competitive markets and the threat of world-wide excess 
production capacity. The assembly industry is dominated by seven companies, owned by American, 
European and Asian manufacturers, and about 220 motor vehicle component manufacturers (together 
with about 150 others supplying the industry on a non-exclusive basis). 
 
From the fourth quarter of 1999, however, the South African automotive industry – which contributes 
                                                     
24
 This section draws heavily on data provided by the National Association of Automobile Manufacturers of South 
Africa (NAAMSA).  NAAMSA Annual Report 1999-2000. 
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about 5.5% of South Africa‟s gross domestic product – started to emerge from two and a half years of 
extremely depressed conditions characterised by substantial job losses, declining domestic sales volumes, 
severe pressure on margins of component suppliers, vehicle assemblers and automotive dealers, low 
levels of profitability but, on the positive side, continuing expansion of exports of components and 
vehicles. In addition, the gap between exports and imports is narrowing. 
 
Lower interests rates and inflation have also assisted in stabilising the automotive sector. The recent 
completion of the mid-term review of the MIDP has given the industry a settling clarity for the next 5 to 7 
years. 
 
The prospects for the new vehicle manufacturing and associated industries for the year 2000 are regarded 
as positive. New vehicle sales volumes are expected to rise by over 15% and exports of South African 
produced cars and commercial vehicles, in aggregate terms, are projected to maintain strong upward 
momentum rising by over 30% in volume terms. 
 
The sub-sector, the companies of which operate off assembly line production methods, has been gearing 
itself towards exports and increasing production volumes to access the benefits of economies of scale. 
 
The improved outlook and the anticipated cyclical upswing in the automotive and related sectors in South 
Africa are reflected in the sales, exports and revenue tables that follow. 
 
A longer term view of the industry is less positive, however. Automotive assemblers and component 
manufacturers are still reliant upon the strategies and licensing agreements afforded to them by parent 
companies situated outside of South Africa, which limits the possibility of innovation and access to 
advanced technology. This further dampens the export potential of the sub-sector since licensing 
agreements often limit the exporting of goods to prevent South African products competing with parent 
companies. 
 
Annual New Vehicle Industry Sales Performance by Sector and Industry Export Figures 
 
The South African new motor vehicle manufacturing industry, with sales turnover of about R28,4 billion 
in 1999 (1998: R27,5 billion) is classified into car, light commercial vehicle (including bakkies and 
minibuses), medium commercial vehicle and truck and bus segments.   The industry‟s sales performance 
in recent years, in terms of National Association of Automobile Manufacturers of South Africa 
(NAAMSA) reported domestic sales, is illustrated as follows
25
: 
 
 
 
1995 1996 1997 1998 1999 
2000 
(Projection) 
Motor Cars 236 584 249 838 239 762 203 821 189 370 235 000 
Light Commercials 128 397 129 575 114 354 99 078 96 169 105 500 
Medium Commercials 4139 5 457 5 636 5 092 4 668 5 250 
Trucks and Buses 7 664 8 110 7 123 6 419 5 568 6 250 
Industry Totals 376 784 392 980 366 875 314 410 295 775 352 000 
Source: NAAMSA 
 
 
                                                     
25
 Sales by distributors who are not members of NAAMSA are not included in these figures and added 
approximately 29 000 units in 1999. 
 
Formatted
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The domestic sales figures do not include exports of South African built vehicles. Significant volumes of 
exports of new vehicles continue to supplement manufacturing activities.  Recent export performance 
data, together with forecasts for 2000, may be summarised as follows: 
 
 1995 1996 1997 1998 1999 
2000 
(Forecasted) 
Cars 8 976 3 743 10 458 18 342 52 292 70 000 
Light Commercials 6 356 7 125 8 000 6 806 6 504 7 500 
Trucks and Buses 432 685 1 111 748 787 1 000 
Total Exports 15 764 11 553 19 569 25 898 59 583 78 500 
Source: NAAMSA 
 
Following the announcement of major export contracts secured by various SA vehicle manufacturers, 
exports are expected to show significant growth during 2000 and into 2001. In Rand terms, 2000 exports 
are expected to exceed R7,0 billion (1999: R5,2 billion). 
 
New Vehicle Sales Trends: Industry Sectoral Revenue Figures 
 
Sales volumes and revenue data, on a sectoral basis, are shown as follows: 
 
 1995 1995 1996 1996 1997 1997 1998 1998 1999 1999 
 Units R/Mill Units R/Mill Units R/Mill Units R/Mill Units R/Mill 
Cars 236 584 16 400 249 838 17 800 239 762 18 600 203 821 16 000 189 370 16 600 
Light 
Commercials 
128 397 9 400 129 575 9 700 114 354 9 300 99 078 8 500 96 169 8 600 
MCV & HCV 11 803 2 500 13 567 3 500 12 759 3 300 11 511 3 000 10 236 3 230 
Industry 
Totals 
376 784 28 300 392 980 31 000 366 875 31 200 314 410 27 500 295 775 28 430 
Source:  NAAMSA 
 
Used Vehicle Sales Trends 
 
Used vehicle sales during 1999 performed reasonably well and at 313 579 units recorded an improvement 
of 10 807 units or 3,6% compared to the 302 772 used vehicle sales recorded for 1998.  The following 
unit sales and revenue figures are relevant: 
 
Used Vehicles 
1998 1999 
Units Value* Units Value* 
Cars and Minibuses 251 142 11 665 257 602 13 441 
Commercial Vehicles & Buses 49 010 2 372 53 571 2 993 
Motorcycles 845 13 1 186 24 
Other Vehicles 1775 54 1 220 46 
Totals 302 772 14 104 313 579 16504 
*All values in Rand Millions (including Value Added Tax) 
Source: Statistics South Africa 
 
Capital Expenditure – New Vehicle Assembly Industry 
 
Details of the new vehicle assembly industry‟s aggregate capital expenditure over the past five years, 
together with projections for 2000, may be shown as follows: 
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(R Millions) 
1995 1996 1997 1998 1999 
2000 
Projection 
Product, Local Content 
and Export Investments 
388,5 586,1 729,7 734,5 1 170,44 1 626,05 
Plant, Machinery and 
Production Facilities 
345,3 409,6 294,9 409,1 143,73 280,62 
Land and Buildings 34,9 46,2 129,1 60,0 81,47 64,30 
OEM Support Structure 78,1 129,4 111,6 138,5 115,40 137,12 
Total 846,8 1 171,3 1265,3 1 342,1 1 511,04 2 108,09 
Source: NAAMSA 
 
Motor Vehicle Manufacturing Capacity Utilisation Levels 
 
Average annual motor vehicle assembly industry capacity utilisation levels may be summarised 
as follows: 
 
 Industry Average Capacity Utilisation Levels 
1995 1996 1997 1998 1999 
Cars 84,3% 78,9% 77,3% 64,3% 64,6% 
Light Commercials 81,7% 75,9% 70,6% 59,1% 57,5% 
Medium Commercials 81,3% 80,0% 77,6% 73,6% 69,7% 
Heavy Commercials 81,9% 68,3% 74,2% 69,3% 61,9% 
Source: NAAMSA  
 
Industry capacity utilisation rates reflect underlying conditions in the domestic and export markets.  South 
Africa‟s vehicle manufacturing capacity utilisation remains below the global average capacity utilisation 
rate of 76,0%. 
 
Employment 
 
Aggregate employment in the automobile manufacturing industry currently amounts to 32 000 persons.  
As Table 14 below shows, total employment has been on the decline since 1994. 
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1988 1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 
January 
February 
March 
April 
May 
June 
July 
August 
Sept 
October 
Nov 
December 
33 305 
33 816 
34 524 
34 742 
35 165 
35 258 
35 620 
35 830 
36 061 
36 313 
36 531 
36 457 
36 477 
36 786 
36 887 
37 211 
37 665 
37 877 
37 793 
37 918 
37 994 
37 541 
37 592 
37 476 
37 661 
37 726 
38 159 
38 313 
38 412 
38 459 
38 178 
37 595 
37 668 
37 541 
37 392 
37 032 
37 192 
36 993 
36 408 
36 537 
36 484 
36 461 
36 858 
36 856 
37 334 
37 251 
37 276 
37 095 
38 234 
38 141 
39 345 
39 198 
39 406 
39 785 
39 104 
38 635 
38 470 
38 396 
38 232 
37 830 
37 539 
37 076 
36 935 
37 723 
37 120 
37 117 
36 886 
36 852 
36 863 
37 179 
37 328 
37 308 
36 905 
36 846 
36 862 
37 294 
37 154 
37 378 
37 347 
37 583 
37 914 
38 024 
38 333 
38 222 
37 546 
37 532 
37 635 
38 314 
38 766 
38 637 
38 997 
39 063 
39 059 
39 307 
39 332 
39 152 
39 121 
39 227 
39 300 
38 774 
38 681 
38 791 
38 795 
38 759 
38 549 
38 009 
37 717 
37 566 
37 836 
37 782 
37 580 
37 524 
37 389 
37 091 
37 412 
37 142 
36 939 
36 457 
35 976 
35 855 
35 251 
34 738 
34 647 
33 989 
33 885 
33 619 
33 333 
33 269 
33 247 
32 909 
32 886 
32 129 
31 656 
31 705 
32 064 
31 998 
31 868 
31 958 
32 047 
32 101 
32 177 
32 132 
32 061 
32 111  
Monthly 
Average 
35 301 37 434 37 845 36 895 38 731 37 160 37 489 38 612 38 607 37 082 33 658 31 990 
Source: NAAMSA 
Table 14: Employment statistics for the South African motor vehicle manufacturing industry (1988-1999) 
 
Employment in the component manufacturing industry is of the order of 39 000 employees.  Total 
employment in the trade area, namely in the vehicle sales and vehicle maintenance and servicing field, 
currently amounts to about 175 000 persons.  Employment in the tyre manufacturing industry is of the 
order of 9 000 persons. 
 
Industry Employment Levels: Average Monthly Figures 
 
Average monthly employment levels by major sector over the past five years may be shown as follows: 
 
 1995 1996 1997 1998 1999 
Assembly Industry 38 600 38 600 37 100 33 700 32 000 
Component Industry 47 000 45 000 44 000 40 000 39 000 
Total 85 600 83 600 81 100 73 700 71 000 
Source:  NAAMSA and National Association of Automotive Component and Allied Manufacturers (NAACAM)  
 
Industry employment levels remained under pressure during the first half of 1999 as vehicle 
manufacturers, component suppliers, and the servicing and distribution trade continued to rationalise 
operations and reduce costs in the face of intense competition.  Employment levels stabilised during the 
second half of 1999 and the assembly industry‟s employment complement at the end of 1999 was 32111.  
 
In economic terms, the industry‟s gearing effect in creating work opportunities can be traced to many 
kinds of basic manufacturing activities, including steel production, paint and rubber, textiles, plastics, 
petro-chemical industries and component fabrication.  Also, because the industry provides employment 
by proxy in many other areas (civil servants in licensing departments; Customs and Excise personnel; tax 
officials; staff in local authorities which provide supportive services to the industry), the influence that the 
industry has on a large proportion of gainfully employed South Africans is considerable. 
 
Major Employers, Trade Unions and Associated Professional Bodies 
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Major Employers 
 
 Toyota South Africa Limited 
 Nissan South Africa (Pty) Ltd 
 Volkswagen of South Africa (Pty) Ltd 
 BMW South Africa (Pty) Ltd 
 Daimler-Chrysler SA (Pty) Ltd 
 Ford SA (Pty) Ltd  
 Delta Motor Corporation (Pty) Ltd 
 
Trade Unions 
 
 National Union of Metalworkers of South Africa (NUMSA) 
 South African Workers‟ Union (SAWU) 
 
Associated Professional Bodies 
 
 Business Against Crime 
 Business South Africa 
 Committee for Active Road Safety 
 Department of Minerals and Energy: Various Fuel Task Groups 
 Engineering Council of South Africa  
 Energy Research Institute 
 Free Market Foundation 
 Institute of Mechanical Engineering 
 Institute of Personnel Management 
 International Motor Vehicle Programme (IMVP) 
 International Organisation of Vehicle Manufacturers (OICA) and its various technical and 
economic forums 
 Motor Industry Development Council and its various sub committees 
 National Association of Automotive Component and Allied Manufacturers (NAACAM) 
 National Association of Automobile Manufacturers of South Africa (NAAMSA) 
 National Economic Development and Labour Council 
 Retail Motor Industry Organisation (RMI) 
 Road Traffic Safety Board 
 South African Bureau of Standards and its various technical committees 
 South African Chamber of Business 
 South African Institute of Materials Handling 
 South African Manufacturers‟ Conference (SATMC) 
 Vehicle Emission Research Project Steering Committee 
 
Motor Sub-sector 
 
Economic Data and Size Profile  
The South African motor industry incorporates the manufacture, distribution, servicing and maintenance 
of motor vehicles and plays a vital role in South Africa‟s economy.  As a whole, the industry contributes 
about 5.5% of the South African GDP.  Unfortunately, there are no separate statistics for the motor sub-
sector. 
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Employment 
Unlike the Auto and New Tyre sub-sectors, approximately 80% of the 14 230 enterprises within the 
motor sector are SMMEs.  Based on available data, SMMEs with fewer than five employees account for 
40% of SMME enterprises within this sub-sector. 
 
No. of 
Employees 
KwaZulu 
Natal 
Eastern 
Cape 
Western 
Province 
Free State 
Northern 
Region 
Highveld 
Region 
Total 
< 5 975 488 984 490 943 1685 5565 
5 - 10 666 318 676 382 634 1199 3875 
11 - 20 451 211 383 237 535 933 2750 
21 - 50 273 97 204 119 318 577 1588 
51 - 150 78 43 53 16 57 134 381 
151 - 500 14 20 5 1 11 15 66 
> 500 1 0 0 0 3 1 5 
Total 2458 1177 2305 1245 2501 4544 14230 
Table 15: Employer Statistics per size of enterprise by province (1999)
26
 
A total of 175 000 people are employed in the motor trade sub-sector. In broad terms, there are 
approximately 5 500 garages and filling stations (with the majority having service workshops as well) 
plus a further 3 300 specialist repairers; 1100 new car dealerships holding specific franchises; an 
estimated 850 used vehicle outlets; 450 specialist tyre dealers and retreaders; 500 engine reconditioners; 
80 vehicle body builders; 650 parts dealers and around 280 farm vehicle and equipment suppliers.
27
 
 
 
Trade Unions and Associated Professional Bodies 
 
Trade Unions 
 
 Motor Industry Employees Union (MIEU) 
 Motor Industry Staff Association (MISA) 
 National Union of Metalworkers of South Africa (NUMSA) 
 
Associated Professional Bodies 
 
 Retail Motor Industry Organisation (RMI) 
 NAAMSA – National Association of Automobile Manufacturers of South Africa 
 NAACAM - National Association of Automotive Component and Allied Manufacturers 
 RFA – Road Freight Association 
 South African Vehicle and Leasing Association 
 
 
Metal & Engineering Sub-Sector 
 
Economic Data and Size Profile 
 
The Metal and Engineering sub-sector is made of three main industrial subdivisions, namely, iron and 
steel basic industries, non-ferrous basic metals, and fabricated metal products.  
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 Data obtained from the Retail Motor Industry Organisation. 
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 NAAMSA Annual Report 1999-2000. 
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The rate of growth in the metal industry has been declining over the last two or three decades, the value 
added within products has dropped, and the overall international standing and competitiveness has 
declined. Table 16 captures this declining trend from 1994 to the present, while Table 17 records the 
relatively small change in capacity utilisation in the last six years.  It is expected that the metal and 
engineering sub-sector will have a turnover of R110 billion and contribute 13.7% of overall GDP this 
year.  Despite improved favourability of order intakes compared to previous years (Table 18), it is likely 
that this sector‟s contribution to GDP will decrease by 1.0%. 
 
 
1994 1995 1996 1997 1998 1999 
2000 
(Forecast) 
Metal & Engineering 68.3 84.8 91.3 96.9 97.6 106.8 110.0  
GDP RBillion (SARB 
Current Prices) 
440.1 500.4 566.0 625.3      675.9  728.1 803.8  
Metal & Engineering  
as % of GDP 
15.5% 16.9% 16.1% 15.5% 14.4% 14.7% 13.7% 
Table 16: Revenue/Turnover for Metal & Engineering (1994-2000)
28
 
 
 1994 1995 1996 1997 1998 1999 % Change 
Metal & Engineering 78.4% 82.6% 81.3% 82.0% 79.8% 80.6% 1.8% 
Table 17: Capacity Utilisation for Metal & Engineering (1994-1999) 
 
 Jan Feb Mar Apr May Jun July Aug Sept Oct Nov  Dec 
Cumulative 
Average 
1990 Actual 95 115 85 61 68 79 58 81 80 91 75 32 77 
Cumulative Average 95 105 98 89 85 84 80 80 80 81 81 77  
1991 Actual 87 113 82 71 85 93 60 96 80 84 99 38 82 
Cumulative Average 87 100 94 88 88 89 84 86 85 85 86 82  
1992 Actual 95 93 91 79 69 78 80 53 93 96 91 37 80 
Cumulative Average 95 94 93 90 85 84 84 80 81 83 83 80  
1993 Actual 82 125 102 60 88 103 80 82 99 106 86 45 88 
Cumulative Average 82 104 103 92 91 93 91 90 91 93 92 88  
1994 Actual 94 105 111 74 122 118 116 107 112 116 110 75 105 
Cumulative Average 94 100 103 96 101 104 106 106 107 108 108 105  
1995 Actual 122 123 110 90 117 105 93 93 101 107 100 63 102 
Cumulative Average 122 123 118 111 112 111 109 107 106 106 106 102  
1996 Actual 101 97 81 71 97 80 95 94 90 86 98 34 85 
Cumulative Average 101 99 93 88 89 88 89 90 90 89 90 85  
1997 Actual 124 136 91 103 100 76 81 82 97 93 97 48 94 
Cumulative Average 124 130 117 114 111 105 102 99 99 98 98 94  
1998 Actual 95 115 86 47 80 62 71 60 89 71 74 27 73 
Cumulative Average 95 105 99 86 85 81 79 77 78 78 77 73  
1999 Actual 88 116 60 80 84 48 79 67 107 95 87 59 81 
Cumulative Average 88 102 88 86 86 79 79 78 81 82 83 81  
2000 Actual 106 122 108 64 118 108 90 85     100 
Cumulative Average 106 114 112 100 104 104 102 100      
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 Data for Tables 16-18 was obtained directly from the Steel and Engineering Industries Federation of South Africa 
(SEIFSA). 
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*Base January 1980 equals 100 
Table 18: SEIFSA Business Conditions Survey - Favourability of order intake levels (1990-2000) 
 
 1994 1995 1996 1997 1998 1999 
South African Imports 
(R000) Total Trade 
78822707 98704463 113359343 127265327 143580999 146527988 
Metals sectors 
Iron & Steel 869570 1115650 1345867 1186805 1499225 1407714 
Articles of Iron or Steel 1044042 1356411 1564051 1607150 1835193 1883312 
Copper & Articles Thereof 181314 259749 202646 212754 273527 261154 
Nickel & Articles Thereof 24260 408298 212269 236378 327157 253398 
Aluminium & Articles 
Thereof 
308159 480713 576920 558116 705181 633495 
Lead & Articles Thereof 11681 24024 42710 71072 60215 41008 
Zinc & Articles Thereof 4190 35885 12474 43931 15241 60079 
Tin & Articles Thereof 46728 59160 59918 72359 69637 81817 
Other base metals 72925 118744 80866 126571 138094 137585 
Tools, Implements, Cutlery 526222 643348 753026 838723 1173211 1039904 
Misc. Base metal 310500 381809 424137 457760 508188 486678 
Nuclear Reactors, boilers, 
machinery & appliances 
16320634 19785904 23934255 25317566 29125094 26266317 
Electrical Machinery, 
Equipment & Parts 
900129 11344227 12705546 15237763 22931726 19363412 
Railways & parts 35769 63579 69766 89883 105913 103498 
Vehicles (excl. railways) & 
parts 
9959536 11421140 5136985 4754781 5923315 6228740 
Aircraft, spacecraft & parts 1349188 1666921 1067117 2102377 2748068 4037603 
Ships, boats & floating 
structures 
57279 88789 162300 169632 137541 319302 
Total metal sectors 32022126 49254351 48350853 53083621 67576526 62605016 
Metal sector imports as % 
of total imports 
40.6 49.9 42.7 41.7 47.1 42.7 
Table 19: South African metals imports (1994-1999) 
 
Metal and Engineering, together with the motor sub-sector, is amongst the most diverse of the MERSETA 
sub-sectors.  At present, there are approximately 9760 employers within this sub-sector, varying greatly in 
size.  
 
South Africa‟s carbon steel is produced by four companies, namely Iscor (80% of total production), 
Highveld Steel (9%), Scaw Metals (6%) and Davsteel (5%), with a combined annual capacity of around 
9.6 million tons.  Saldanha Steel, a joint venture between Iscor and the IDC, is expected to add an 
additional 1.2 million tons of hot-rolled coil to the country‟s annual productive capacity.  In turn, half of 
this output is expected to be processed into cold-rolled coil by Durefco, another joint venture with the 
IDC.
29
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 Industrial Development Corporation of South Africa and Department of Trade and Industry.  Sectoral Prospects: 
Growth Guidelines for 80 South African industries – 1997 to 2001, (Sandton: IDC of SA Ltd., 1998) 
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The major primary producer of stainless steel is Columbus Stainless, with a total saleable production of 
235 000 tons in 1996, which is expected to increase towards 2001.  Non-ferrous metals are supplied by a 
few large, and numerous small, producers mainly concentrated in KwaZulu-Natal and Gauteng. Billiton 
Aluminium is the upstream supplier of aluminium, while Hulett Aluminium and others supply the 
midstream, semi-fabricated and finished products.  Lastly, while specific employer data is currently 
unavailable, fabricated metal producers vary greatly in size and type of production process.
30
 
 
The „heavier‟ end of the sub-sector is dominated by „jobbing‟ processes, particularly in the heavy 
engineering operations. The sector tends not to be export-focused with the exception of basic iron and 
steel manufacturers, although their export-orientation is not a new factor and arose as a mechanism to 
achieve economies of scale. Changes to the global steel industry and the continuing depressed global steel 
prices has put the domestic industry under enormous pressure to compete with imports. 
 
In addition, problems within the broader sub-sector are pricing policy, which keeps domestic steel prices 
high (and thus encourages imports), small domestic and fragmented market, problems with quality and 
delivery, outdated technology, low productivity (off-setting low wages) exacerbated by low skill and 
education, and low expenditure on training. 
 
The heavy engineering industries within the sub-sector are particularly reliant upon artisan skills, given 
the production processes used and the customised nature of product demand. The poor supply of these 
skills has caused concern in these industries. 
 
In contrast, the household durables sector, another important engineering industry, operates off a high-
volume mass production approach making them less reliant on artisans. The industry has been failing to 
cope with the high incidence of imports and until the liquidation of Kelvinator, one of the four major 
companies operating in South Africa, the operations were producing very little profit. The sector is not 
export-focused, although it is beginning to focus on supplying African markets. The continuing trade 
deficit caused by imports (including those from Master Fridge, situated in Swaziland, which exports 90% 
of its products to South Africa) is the major concern in the industry. Therefore the pressure to achieve 
high volume, low cost production runs is high. 
 
Employment 
 
While this sub-sector employs approximately 255 000 hourly paid employees, it is likely that it will 
continue to shed jobs, particularly at the low-skill end of the workforce (though it is possible that many 
low-skill workers are employed through labour contractors). Over the past five years, employment within 
this sub-sector has declined by 6.6%, and as the data on retrenchments shows (Table 21), this trend is 
likely to continue in the near future.  Ironically, while this sector is rationalising at the low-skill end, it is 
experiencing some shortages of engineers, technicians and artisans. 
 
 
1994 1995 1996 1997 1998 1999 
94-99 
% Change 
Hourly paid employees 273345 278169 275583 275746 267137 255270 -6.6% 
Table 20: Employment of hourly paid employees (1994-1999)
31
 
 
 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 
                                                     
30
 Ibid. 
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 Steel and Engineering Industries Federation of South Africa (SEIFSA). 
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(Sept) 
Cumulative Average 
of Actual numbers 
2237 2386 2682 1910 1138 972 1001 1037 1259 939 614 
Table 21: Cumulative Average of actual retrenchments of hourly paid employees (1990- Sept. 2000)
32
 
Even though the actual number of retrenchments has decreased from the early to the late 1990s, the Metal 
& Engineering sub-sector continues to shed approximately 1000 jobs monthly.  It is likely that this trend 
will continue with the introduction of technological innovations and the move to capital intensity as 
companies become more export-oriented and have to compete with imports.  
 
Main Employers, Trade Unions and Associated Professional Bodies 
 
Main Employers 
 
 Iscor 
 Highveld Steel and Vanadium Corporation Limited 
 Davsteel, Division of Cape Gate (Pty) Limited 
 Scaw Metals Limited 
 Cape Town Iron and Steel Works (Pty) Limited 
 Columbus Stainless 
 Saldanha Steel Construction 
 L & C Steinmuller 
 Barlows Equipment Co. 
 Aberdare Cables 
 Atlantis Diesel Engines 
 
Trade Unions 
 National Union of Metalworkers of South Africa (NUMSA) 
 National Employers Trade Union (NETU) 
 Metal Workers Union (MWU) 
 Metal and Engineering Workers Union of South Africa (MEWUSA) 
 
Associated Professional Bodies 
 Department of Education (DoE) 
Private Bag X895, Pretoria 
Tel (012) 312-5138, Cell 082 368-2519, Fax (012) 328-6028 
mbanguta.z@educ.pwv.gov.za 
 
 Eskom representing Energy SETA (ESETA) 
Private Bag 40175, Cleveland, 2022 
Tel (011) 629-5370, Fax (011) 629-5486 
john.gosling@eskom.co.za 
 
 Information Systems, Electronics and Telecommunication Technologies (ISETT) 
Block E Central Park, 400 16
th
 Road, Midrand 
P O Box 5583, Halfway House, 1685 
Tel (011) 805-5115, Fax (011) 805-6833 
itso9@its.org.za 
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 Mining Qualifications Authority (MQA) 
MQA, Private Bag X66, Braamfontein, 2017 
Tel (011) 403-7946, Fax (011) 403-8417 
 
 South African Qualifications Authority (SAQA) 
659 Pienaar Street, Brooklyn, Pretoria, 0186 
Tel (012) 346-9134, Fax (012) 346-5812,  
jsamuels@saqa.co.za, sisaacs@saqa.co.za 
 
 The Engineering Council of South Africa  
Private Bag X691, Bruma, 2026 
Tel (011) 622-9011 
paulr@ecsa.co.za 
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DATA LIMITATIONS 
 
General comments 
 
As can be gathered from the information presented above, there are several information gaps that need to 
be given priority and attention.  Some of the gaps regarding overall statistics for the MERSETA are 
linked to the mismatch between the way in which Statistics South Africa captures information and how 
the SETAs have been generally organised. For example, there is no regional information regarding 
specific MERSETA sub-sectors that is collected at national level.  The closest information presently 
available refers to manufacturing as a whole.  For this reason, at this time, partial overall data is 
presented.  It is expected that in future, Statistics SA will be able to provide closer matches to the 
MERSETA sub-sectors.  
 
With regards to sub-sector specific economic and employment data for the MERSETA, it must be kept in 
mind that some sub-sectors are more well-resourced than others.  This, coupled to the time constraints 
endured in the drafting of this SSP, has led to an uneven compilation of statistical information across the 
sub-sectors.  With these caveats in mind, the following lacunae nevertheless need to be highlighted.  As 
stated earlier, the MERSETA will prioritise the acquisition of data to begin to fill the gaps outlined below.  
 
Information on SMMEs 
 
 Information on SMMEs, and their contribution to the MERSETA, is only partially provided for the 
Motor sub-sector. There is very little information regarding SMMEs within the Metal & Engineering 
and Plastics sub-sectors at this time but most of the companies in these sectors are SMMEs.  SMME 
participation is less salient for the Auto and New Tyre sub-sectors, as these are dominated by a 
handful of large employers. 
 
Numbers employed in main occupations and occupational groups by age, gender, race 
 
 Unfortunately, it has not been possible to provide any data broken down by age in this first draft of 
the SSP.   Data on people employed in main occupations and occupational groups by race and gender 
have been provided only for the New Tyre and Plastics sub-sectors.  It is expected that some of these 
gaps will be filled once the MERSETA Workplace Skills Plans are submitted at the end of November 
2000.  
 Very little information is presented on the increasing utilisation of outsourcing, subcontracting and 
the use of casual labour and labour brokers, as well as on the number of yearly retrenchments.  This is 
information that will be needed in future plans.  
 
Education and qualification profile of the workforce 
 
 At present, there is no national data available on the education and qualification profile of the 
workforce relevant to the MERSETA.  Sub-sector specific information is likely to be obtained upon 
submission of the WSPs. 
 
Other characteristics of the workforce (disabilities, HIV/Aids) 
 
 Information on disabilities of the workforce is currently provided for two employers within the New 
Tyre sub-sector.  Since there is no reliable statistical data regarding the incidence of HIV/Aids 
amongst the MERSETA workforce, only information regarding the effect that HIV/Aids is likely to 
have on the entire South African workforce is presented. 
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The extent of the informal sector and the growth of emerging SMMEs 
 
Please refer to comments made under the Information on SMMEs section. 
 
Participation of the sector in major Government-funded Development 
Programmes/Projects 
 
 The Government has embarked on several social and economic programmes in the form of SDIs and 
the establishment of IDZs that may have an impact on different sub-sectors of the MERSETA.  The 
MERSETA has been unable to undertake a review of these projects and how they are likely to affect 
the relevant sub-sectors.  However, this aspect of the SSP will be given focused attention in the next 
few months.  
 
Economic data 
 
 Only overall information regarding wage levels is presented in this SSP.  As with the case of other 
sub-sector specific information, it is expected that reliable data will be obtained upon submission of 
the WSPs at the end of November 2000. 
 
 
Information on retrenchments 
 
 More information is required on retrenchments figures 
 
Employment Relationships 
 
 Information needs to be collected on the increasing tendency to outsource. 
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III FUTURE CHANGES LIKELY TO AFFECT MERSETA SUB-SECTORS 
 
INTRODUCTION 
 
This section of the Sector Skills Plan identifies future changes that are likely to have an impact on 
MERSETA sub-sectors as well as the skills that a Sector Skills Plan needs to address in view of these 
changes.  The first part provides sub-sector specific economic data in an attempt to describe whether or 
not each of the sub-sectors is likely to grow in terms of both output and employment
33
.  The second part 
describes how employers and workers perceive the sub-sectors to be changing, as well as their 
implications on the skills that are likely to be needed in the near future.   
 
Three sources of information have been relied upon to gather information, namely: 
 
 Focus group discussions with employers and workers within each of the MERSETA sub-sectors, 
 A study by the Labour Market Analysis Unit within the Human Sciences Research Council published 
in 1999;
34
 and  
 A joint study by the Industrial Development Corporation (IDC) of South Africa and the Department 
of Trade and Industry published in 1998
35
.  
 
GROWTH PROSPECTS PER MERSETA SUB-SECTOR 
 
The HSRC study mentioned in the introductory part to this section provides a forecasting of growth 
within sub-sectors based on a survey of 273 employers across all economic sectors except agriculture.  
The projections of the demand for labour are based on the assumption that the economy will grow at an 
average rate of 2,7% per annum over the period 1998 to 2003.
36
  It is estimated that with growth at this 
specified rate, employment will grow by a mere 0,2%, representing a total increase of 45,000 employment 
opportunities over the entire period.  It is expected that all manufacturing sectors that fall within the 
MERSETA scope will shed labour over this period (see Table 22 below).  According to this study, the 
demand for highly skilled and skilled people (i.e. professional, semi-professional and technical workers, 
managers and artisans) is expected to rise, while the demand for clerical, sales and service workers and 
semi- and unskilled workers will continue to decline. 
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 One of the shortcomings of this employment data is that it neither differentiates between casual and permanent 
employees, nor addresses the nature of sub-sector employment contracts as a whole. 
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 Van Zyl, E. The Demand for Labour in South Africa: 1998-2003, (Pretoria: Human Sciences Research Council, 
Labour Market Analysis, 1999).  
35
 Industrial Development Corporation of South Africa and Department of Trade and Industry.  Sectoral Prospects: 
Growth Guidelines for 80 South African industries – 1997 to 2001, (Sandton: IDC of SA Ltd., 1998).  As mentioned 
earlier, the prospects outlined in this study are based on an average GDP growth of 3.1% p.a. for the period 1997 to 
2001, averaging 3.8% p.a. between 1999 and 2001.  Since growth is not expected to reach 3% during this fiscal year, 
the data that follow must be analysed with caution as the economic situation is not likely to be as favourable as at 
the time that the prospects were produced.  
 
36
 Government has had to revise its growth rate for this fiscal year downwards from the expected 3,5%. It is not 
expected to reach 3% in the fiscal year because higher oil prices and floods managed to drag down growth in the 
first two quarters of the year.  If this trend continues, the projections presented herein would have to be revised 
downwards (“Growth rate takes a knock”, Business Day, 5 October 2000). 
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Sector (SIC) 
Growth 
in output 
p.a. 
Employment (1000s) Change in 
Employment 
(1000s) 
Growth in 
employment 
p.a. 
1998 2003 
Total Manufacturing 3,5% 1340 1295 -45 -0,7% 
Rubber & plastic products 5,0% 66 60 -6 -2,5% 
Basic metals 4,5% 69 65 -4 -1,2% 
Fabricated metal products 4,0% 118 116 -2 -0,4% 
Machinery 1,5% 73 69 -4 -1,2% 
Electrical machinery 2,0% 97 96 -1 -0,2% 
Motor manufacturing 3,0% 82
37
 78 -4 -1,0% 
Motor trade 4,0% 110 119 9 1,6% 
Table 22: Current and projected employment by sector and sub-sectors 1998-2003
38
 
As the table above shows, despite growth in output, all sectors are likely to face negative growth rates in 
employment, with the rubber and plastics industry being the most negatively affected.  
 
The ongoing retrenchments, as well as the drive to downsize companies, continue to be a key point of 
disagreement between parties in the sector.  Unions continue to oppose attempts by management to 
downsize and retrench workers. 
 
Rubber and plastics products manufacturing 
 
 
Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Total Employment 66483   -9% 
Professional 2435 0.3% 3.7% 6% 
    
 
Engineering & related 
occupations 
632 0.8% 1.0% 7% 
 Natural & Biological 
Sciences occupations 
355 0.6% 0.5% 17% 
 Medical, dental & related 
health occupations 
73 0% 0.1% -1% 
 Education professions  27 0.5% 0% -2% 
 Personnel & management 
services professions 
204 0.6% 0.3% -2% 
 Accounting & economic 
professions 
417 0.7% 0.6% 3% 
 Social scientists, arts & 
humanities professions 
727 1% 1.1% 7% 
 Managers 4326 1.7% 6.5% 0% 
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 In looking at future prospects, it must be kept in mind that the Auto manufacturing sub-sector employs 
approximately 32,000 employees.  The additional 50,000 employees that are included under Motor Manufacturing 
fall under the Chapter 3 institutions within the Motor sub-sector. 
38
 Van Zyl, E. The Demand for Labour in South Africa: 1998-2000. 
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Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Clerical/sales/service 13201 0.6% 19.9% -2% 
Artisans 3073 1% 4.6% 6% 
Semi/unskilled 43448 2.1% 65.4% -15% 
Table 23: Rubber and Plastic products manufacturing: Employment by occupation
39
 
According to the HSRC study, the rubber and plastics sub-sector is expected to grow at a rate of 4% p.a. 
While the growth of this sub-sector is directly linked to growth in the automotive industry and other 
transport-related demand, the IDC indicates that the demand for plastic products is likely to increase due 
to plastics being used as substitutes for metal, glass, wood and other materials.  Nonetheless, despite this 
growth, it is expected that this sub-sector will undergo an employment decline of 9-10% in the period 
1998-2003.  As Table 23 shows, this decline is most likely to affect semi- and unskilled workers, as well 
as clerical, sales and service workers due to the use of labour-saving technology and the computerisation 
of administrative tasks, respectively.  
Rubber sub-sector (with a focus on the tyre industry) 
 
 
1996 
1991-
1996 
1997 1998 1999 2000 2001 
1997-
2001 
 R M Average Annual Percentage Change, Real 
Domestic production 3,043 -1.7 5.5 1.5 4.2 2.5 3.5 3.4 
Demand 3,194  5.1 2.0 4.5 2.7 4.1 3.7 
- domestic goods 2,734  5.6 0.3 3.2 1.4 2.8 2.7 
- imported goods 460 7.4 1.7 12.5 11.8 9.5 9.8 9.1 
Exports 309 27.8 4.4 11.4 12.6 11.2 8.6 9.6 
Employment 
(number 1000) 
10 -1.0 -7.0 -0.8 0.7 -0.9 2.2 -1.2 
 Ratios (%) 
Import penetration 14.4  13.9 15.4 16.4 17.5 18.5  
Export propensity 10.2  10.1 11.0 11.9 12.9 13.6  
Table 24: Performance indicators for tyre and tubes industry
40
 
The production of tyres and tubes accounts for 63% of the total demand for rubber, while other rubber 
products account for the remaining 37%. As plastics make inroads into many areas traditionally serviced 
by rubber, the industry is likely to become more dependent on the tyre market. Domestic demand for 
rubber, which is linked to that of the automotive industry, is largely dependent on GDP growth.  Personal 
disposable income also plays an important role in the domestic demand for tyres as nearly a third of sales 
go to households.  Growth in domestic demand for the rubber sector is expected to grow at a real average 
annual rate of 3.7% over the period 1997-2001
41
.   
 
At present, tyre exports currently account for 10% of production.  Export demand for tyres is expected to 
change significantly as parent companies split the international market on a product basis.  This means 
that instead of supplying a whole range of products, local suppliers will concentrate on providing only 
specific products, possibly on a global scale.  The rest of rubber products will have to be sourced from 
other suppliers through imports.  However, significant increases in the volume of South African exports 
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should offset some of the expected increase in imports.  As a result of global sourcing, exports are 
expected to increase, on average, by 9.6% p.a. during the period 1997-2001.  Local manufacturers are 
also expanding their operations into the SADC region, which will open new opportunities and markets. 
 
Plastics sub-sector 
 
 
1996 
1991-
1996 
1997 1998 1999 2000 2001 
1997-
2001 
 R M Average Annual Percentage Change, Real 
Domestic production 8,315 2.1 -0.8 0.7 3.1 2.2 3.1 1.7 
Demand 9,508  -0.1 2.2 4.6 3.5 4.1 2.9 
- domestic goods 7,940  -1.9 -0.1 2.6 1.6 2.7 1.0 
- imported goods 1,567 6.5 9.2 12.4 12.8 10.4 9.0 10.8 
Exports 374 17.0 22.5 13.7 11.0 10.2 9.6 13.4 
Investment 962 9.2 10.2 5.1 6.1 4.4 2.9 5.7 
Employment 
(number 1000) 
48 0.7 -0.5 -1.7 1.6 0.9 0.4 0.2 
 Ratios (%) 
Import penetration 16.5  18.0 19.8 21.4 22.8 23.9  
Export propensity 4.5  5.6 6.3 6.7 7.3 7.7  
Table 25: Performance indicators for the plastics industry
42
 
At present, intermediate demand for the sector‟s output accounts for 80%, while private consumption 
accounts for the remaining 20%, specifically for packaging and container products.   
 
The relatively low per capita consumption of 22 Kg/annum from local converters illustrates the very real 
inherent potential of the South African plastics industry in a third/first world economy.  The equivalent in 
developed nations stands at between 60 and 120 Kg/annum, thus providing an indication of the 
considerable potential for expansion in household demand.  Domestic demand is expected to grow at an 
average rate of 2.9% p.a. during the period 1997 to 2001 as a result of the growth in overall beverage 
consumption; growth in the consumption of mineral water and fruit juices; continuous demand for crates 
in the beer industry; and additional substitution of glass by plastics in the packaging of edible oils
43
.  
 
However, some employers within the industry pointed to three concerns that might affect the possible 
growth of domestic demand within this sub-sector.  First, stakeholders have expressed a concern over the 
national lottery and its effect on taking money out of the economy in the form of disposable income. This 
particularly affects packaging and housewares. Second, and similar to the above, the new euphoria 
amongst South Africans to purchase cell phones also has the effect of taking away disposable income that 
could otherwise be spent in purchasing products.  Third, Minister Valli Moosa‟s concern over the use of 
plastic bags and possible restrictions on their use could further impact the industry as packaging 
dominates the plastics industry, accounting for almost 50% of the market
44
.  
 
Exports have not been significant within this industry, representing 4.5% of total production in 1996.  
However, considering that the international market is highly competitive and difficult to penetrate, 
exports grew at an average rate of 17% p.a. between 1991 and 1996.  It is expected that relatively high 
rates of export growth are likely to be maintained, with the sector‟s export propensity rising to 7.7% by 
2001.   
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However, due to increasing competition from imported products as a result of lower tariff protection, 
domestic production is expected to grow at an average rate of 1.7% p.a. over the 1997-2001 period, while 
the import penetration is expected to rise to 23.9% by 2001
45
. 
 
Metal & Engineering Sub-sector 
 
Basic metals manufacturing 
 
Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Total Employment 68593   -6% 
Professional 6159 0.6% 9.0% 7% 
    
 
Engineering & related 
occupations 
2572 3.3% 3.8% 6% 
 Natural & Biological 
Sciences occupations 
914 1.6% 1.3% 15% 
 Medical, dental & related 
health occupations 
258 0.1% 0.4% 6% 
 Education professions  159 0% 0.2% 6% 
 Law professionals 8 0% 0% 6% 
 Personnel & management 
services professions 
867 2.5% 1.3% 6% 
 Accounting & economic 
professions 
661 1.1% 1% 6% 
 Social scientists, arts & 
humanities professions 
720 1% 1% 6% 
Managers 1057 0.4% 1.5% 6% 
Clerical/sales/service 10972 0.5% 16% -2% 
Artisans 10980 3.6% 16% 2% 
Semi/unskilled 39426 1.9% 57.5% -11% 
Table 26: Basic Metals Manufacturing: Employment by occupation
46
 
 
Between 1998 and 2003, the basic metals manufacturing sub-sector is likely to experience a growth rate 
of 4,5% p.a. due to strong export growth.  The IDC estimates that for the period 1997-2001, iron and steel 
and non-ferrous metals exports will grow at a rate of 7,8% p.a. and 4,9% p.a. respectively.  However, 
employment is forecasted to decline by approximately 6% due to the increasing use of labour-saving 
technology.  As illustrated in Table 26 above, while employment of professionals is likely to increase 
(particularly in terms of IT professionals and industrial and mechanical engineers), that of semi- and 
unskilled workers and clerical, sales and service workers is likely to decrease substantially.  
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Iron and Steel Basic industries 
 
1996 
1991-
1996 
1997 1998 1999 2000 2001 
1997-
2001 
 R M Average Annual Percentage Change, Real 
Domestic production 20,631 -1.6 7.9 3.7 6.7 6.8 5.2 6.1 
Demand 9,418  4.9 -0.9 3.1 1.5 2.4 2.2 
- domestic goods 7,755  6.8 0.0 3.5 1.4 2.6 2.8 
- imported goods 1,663 9.5 -4.1 -5.1 1.1 2.5 1.2 -0.9 
Exports 12,876 1.9 8.5 5.8 8.5 9.7 6.4 7.8 
Investment 1,633 -11.7 5.2 5.9 5.5 2.1 2.4 4.2 
Employment 
(number 1000) 
62 -4.8 -4.1 -1.9 0.5 -0.2 -0.9 -1.3 
 Ratios (%) 
Import penetration 17.7  16.1 15.4 15.1 15.3 15.1  
Export propensity 62.4  62.8 64.0 65.1 66.8 67.6  
Table 27: Performance indicators for iron and steel basic industries
47
 
During the past forty years, this industry has been one of the main engines of growth for the South 
African economy.  It generates approximately 2% of the economy‟s value addition, accounts for 1% of 
total employment and contributes 9% to total exports. 
 
World steel consumption depends on the growth rate of the world economy.  Similarly, local demand for 
steel is strongly related to the general state of the local economy and growth in local sales follows general 
GDP growth trends.  With a total carbon steel consumption of about 4 million metric tons per annum, 
South Africa accounts for almost 30% of Africa‟s consumption but only for 0.6% of world consumption. 
 
Local demand for carbon steel is mainly driven by the demand for new vehicles, the level of activity in 
the building and construction industry, as well as capital expenditure in manufacturing.  Specific local 
market segments for stainless steel include food processing, tableware and bulk containers.   
 
Foreign demand plays an important role in this industry.  Historically, surplus production was exported 
during phases of low domestic demand, with export levels being temporarily pushed up in order to benefit 
from economies of scale and keep production levels high.  Furthermore, until 1995, the industry was one 
of the main recipients of GEIS benefits, a factor which positively influenced the competitive positioning 
of its products in world markets.  However, given the continuous development of export markets, this 
tendency has started to change.  
 
South Africa‟s carbon steel is produced by four companies, namely Iscor (80% of total production), 
Highveld Steel (9%), Scaw Metals (6%) and Davsteel (5%), with a combined annual capacity of around 
9.6 million tons.  Saldanha Steel, a joint venture between Iscor and the IDC, is expected to add an 
additional 1.2 million tons of hot-rolled coil to the country‟s annual productive capacity.  In turn, half of 
this output is expected to be processed into cold-rolled coil by Durefco, another joint venture with the 
IDC
48
.  
 
The major primary producer of stainless steel is Columbus Stainless, with a total saleable production of 
235 000 tons in 1996, which is expected to increase towards 2001
49
.  
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Product development, together with the adaptation of new production processes, has brought about 
important structural changes in the basic iron and steel industry.  These have been stimulated by special 
requirements of the motor industry, the construction of large capital intensive projects and the building 
industry. 
 
Cluster initiatives have been launched for both the carbon and stainless steel industries and action plans 
are in the process of being implemented to address competitive disadvantages.  This, in turn, should result 
in the development of more competitive downstream industries, in an increased demand for steel, higher 
throughput for the upstream industry and ultimately an improved competitive positioning.  
 
Government supply-side measures aimed at improving the competitiveness of local industry in global 
markets, focused efforts to improve technological capabilities through international joint ventures, greater 
market access for South African products, the accession to the Lome Convention which allows tendering 
for European Development Fund projects in ACP countries), and the development potential of the SADC 
region as a whole, should further enhance the steel industry‟s growth prospects.  At the same time, the 
slowing down of government investment in RDP-related projects (such as housing programmes and the 
construction of schools), coupled to a decline in the construction industry, could offset some of the above 
prospects for growth. 
 
Currently, local carbon steel consumption is expected to attain an annual growth of around 2.3% and thus 
grow below projected GDP growth rates in the next few years. Reasonable demand is expected in 
stainless steel exports, particularly for tank containers, catalytic converters, pipes and tubes, kitchenware 
and catering equipment.  Growth in local stainless steel demand is likely to be linked to consumer 
demand for downstream products, which currently account for only 10% of total consumption
50
. 
  
Non-Ferrous Metal Basic Industries 
 
1996 
1991-
1996 
1997 1998 1999 2000 2001 
1997-
2001 
 R M Average Annual Percentage Change, Real 
Domestic production 13,409 9.5 1.9 1.2 5.5 6.6 4.7 4.0 
Demand 5,527  1.1 1.7 3.4 5.7 4.7 3.3 
- domestic goods 4,209  -0.8 0.9 2.6 4.3 3.0 2.0 
- imported goods 1,318 10.3 7.4 4.2 5.4 9.8 9.2 7.2 
Exports 9,200 12.6 3.2 1.4 6.8 7.6 5.5 4.9 
Investment 4,739 26.7 5.2 3.2 3.3 6.0 -1.6 3.2 
Employment 
(number 1000) 
15 -6.2 -4.7 -3.9 -1.2 2.5 -0.6 -1.6 
 Ratios (%) 
Import penetration 23.8  25.3 25.9 26.5 27.5 28.7  
Export propensity 68.6  69.5 69.6 70.4 71.1 71.6  
Table 28: Performance Indicators for Non-Ferrous Metal Basic industries
51
 
Domestic demand for non-ferrous basic metals relates largely to aluminium, followed by copper, zinc, 
brass, lead and tin.  Local demand for the remaining metals in this industry is relatively insignificant.  
Demand is driven by developments in the building industry, transport and the automotive industries, 
packaging, the downstream metal products industry, as well as the conditions in the electrical and 
communications equipment market. 
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Domestic demand for aluminium grew substantially in 1994 and 1995 (20% annually) and recorded a 9% 
growth in 1996.  This was largely due to the development of local products mainly for the automotive and 
packaging industries.  While there continue to be potential growth opportunities for aluminium, limited 
local demand means that excess capacity at the primary and semi-fabricated levels has to be exported.   
 
The remainder of the non-ferrous industry is struggling due to new product development, the substitution 
of certain products with cheaper materials (i.e. copper wires being replaced by aluminium); increased 
import penetration of downstream products due to lower tariffs; and the export of scrap feedstock.  This 
has resulted in a local industry that cannot compete against cheaper downstream imports and which is 
hence being increasingly forced to target the commodity export market to ensure its survival. 
 
The non-ferrous basic metals industry is one of South Africa‟s best export performers, contributing over 
6% to South Africa‟s total exports.  Approximately 75% of total aluminium production and 50% of the 
remainder non-ferrous production, is exported.  However, many of these exports are in unprocessed form 
thus contributing to sub-optimal value addition towards final products.  Nonetheless, this situation is 
changing as the industry moves towards the export of higher value-added products
52
. 
 
Growth in global aluminium consumption in the next few years will be linked to the economic cycle, the 
price impact of aluminium and the pattern of demand in key end-use markets.  A relatively strong trend is 
expected in global demand for aluminium products, particularly from industries producing transport and 
automotive equipment (globally), aluminium cans (China), construction, housewares and power cables 
(developing world).  Demand for aluminium from the automotive industry is expected to increase steadily 
until it reaches maturity in 2005.  At the same time, this potential growth in aluminium is likely to be 
offset by moderate growth in demand for the rest of the industry‟s products.  Although strong global 
growth in copper consumption is expected, South African producers will only benefit if they become 
more cost-competitive. 
 
Local demand is likely to be consumer-driven and will be directly linked to the implementation of 
government‟s socio-economic development plans and the related expansion of the emerging “white 
goods” markets (new home-owners). Furthermore, some of the less salient metals are experiencing 
decreasing demand due to their replacement with more cost-effective products.  While the need to move 
further up the value-added chain has been recognised, this process will require time, as well as significant 
investments in human capital
53
. 
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Fabricated metal products 
 
 
Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Total Employment 118268   -2% 
Professional 3076 0.3% 2.6% 8% 
    
 
Engineering & related 
occupations 
1062 1.4% 0.9% 7% 
 Natural & Biological 
Sciences occupations 
293 0.5% 0.2% 22% 
 Medical, dental & related 
health occupations 
32 0% 0% 0% 
 Education professions  35 0.7% 0% 10% 
 Law professionals 1 0% 0% 0% 
 Personnel & management 
services professions 
155 0.5% 0.1% 5% 
 Accounting & economic 
professions 
723 1.2% 0.6% 4% 
 Social scientists, arts & 
humanities professions 
775 1% 0.7% 9% 
Managers 5082 2% 4.3% 6% 
Clerical/sales/service 21326 0.9% 18% -9% 
Artisans 11496 3.8% 9.7% 6% 
Semi/unskilled 77289 3.8% 65.4% -2% 
Table 29: Fabricated Metals Products: Employment by occupation
54
 
Similarly to basic metals manufacturing, the fabricated metals sector is likely to show a high level of 
growth (4% p.a.) as a result of an expected increase in exports.  The IDC estimates that there will be a 
10,4% export growth over the period 1997-2001.  As with previous sub-sectors, clerical, sales and service 
workers, as well as semi- and unskilled workers are the most likely to be negatively affected by the 
prevailing employment trends.  In contrast, there is likely to be a shift towards employment of 
professionals, managers and artisans.  
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1996 
1991-
1996 
1997 1998 1999 2000 2001 
1997-
2001 
 R M Average Annual Percentage Change, Real 
Domestic production 22,133 -0.5 2.0 3.3 5.0 4.5 5.7 4.1 
Demand 19,618  1.0 1.8 3.4 2.2 3.5 2.4 
- domestic goods 16,146  0.9 1.0 2.4 1.2 3.0 1.7 
- imported goods 3,472 0.8 1.5 5.3 8.2 6.6 5.5 5.4 
Exports 5,987 10.5 5.1 9.5 12.4 13.2 12.0 10.4 
Investment 732 0.1 9.2 8.2 9.9 8.9 9.0 9.1 
Employment 
(number 1000) 
129 -1.6 0.0 0.3 0.9 0.4 0.7 0.4 
 Ratios (%) 
Import penetration 17.7  17.8 18.4 19.2 20.1 20.5  
Export propensity 27.1  27.9 29.5 31.6 34.3 36.3  
Table 30: Performance indicators for fabricated metal products
55
 
The metal products sub-sector is quite diverse and its producers vary substantially in terms of size and 
type of production process.  It is composed of 4 main sub-industries, namely: cutlery, hand tools and 
general hardware; furniture and fixtures of metal; structural metal products; and other fabricated metal 
products.  The latter two sub-industries, fabricated metal products and structural metal products account 
for 58% and 32% of overall output.  Together, the remaining two industries account for 10% of the metal 
sector‟s total output56. 
 
Metal products are primarily used as intermediate and investment inputs in the production of other goods 
and services.  Intermediate demand accounts for approximately 42% of total sales, while investment 
demand represents 19%.  Sales to the construction industry account for 6% of the intermediate demand.  
Household consumption represents 12% of total sales
57
.   
 
The sluggish expansion of the South African economy and, particularly, lower than expected growth in 
the construction industry, have contributed to weak domestic market conditions in recent years.  With a 
focused attention on foreign markets, exports grew by an average of 10.5% p.a. between 1991 and 1996. 
 
The reliance of the metal products sector on its upstream basic metals industries is evidenced by the 32% 
share of total costs taken by inputs from the basic iron and steel and non-ferrous metals sectors.  
However, certain supply practices followed by these upstream industries, such as import-parity pricing, 
often translate into uncompetitive raw materials costs, thus eliminating potential competitive advantages.   
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Positive growth in domestic demand at an average rate of 2.4% p.a. will be linked to improvements of the 
overall South African economy and to increased construction activity.  At the same time, reduced tariff 
protection, coupled with increased product specialisation and an export focus by domestic suppliers, 
should result in a higher import penetration.  By 2001, it is forecasted that imported metal products could 
increase at an average rate of 5.4% p.a. and could cater for almost 21% of domestic requirements
58
.    
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Machinery Manufacturing 
 
Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Total Employment 72595   -6% 
Professional 4991 0.5% 6.9% 6% 
    
 
Engineering & related 
occupations 
2287 2.9% 3.2% 7% 
 Natural & Biological 
Sciences occupations 
300 0.5% 0.4% 24% 
 Medical, dental & related 
health occupations 
49 0% 0.1% 1% 
 Education professions  18 0.4% 0% 1% 
 Law professionals 1 0% 0% 1% 
 Personnel & management 
services professions 
372 1.1% 0.5% 7% 
 Accounting & economic 
professions 
662 1.1% 0.9% 7% 
 Social scientists, arts & 
humanities professions 
1302 1.7% 1.8% 1% 
Managers 4627 1.8% 6.4% 1% 
Clerical/sales/service 18572 0.8% 25.6% -8% 
Artisans 10272 3.4% 14.1% 4% 
Semi/unskilled 34133 1.7% 47% -10% 
Table 31: Machinery Manufacturing: Employment by occupation
59
 
Unlike previous sub-sectors, the machine manufacturing sub-sector is likely to experience slow growth of 
about 1,5% p.a. between 1998 and 2003.  This is partially the net effect of competing trends.  While some 
manufacturers might be able to increase exports, particularly to African countries, others are likely to face 
increasing competition from overseas manufacturers as a result of reductions in trade tariffs.  In addition, 
there has been a decline in domestic demand for certain machinery resulting from a decline in the mining 
industry and a decrease of government expenditure on the military.  Not unexpectedly, employment is 
expected to decline by approximately 6% due to restructuring and the adoption of capital-intensive 
production techniques.  More specifically, semi- and unskilled workers together with clerical, sales and 
service workers are the most likely to be negatively affected in contrast to professionals and artisans. 
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1996 
1991-
1996 
1997 1998 1999 2000 2001 
1997-
2001 
 R M Average Annual Percentage Change, Real 
Domestic production 22,835 0.3 3.9 1.9 1.5 1.4 1.8 2.1 
Demand 46,262  2.4 5.0 4.3 4.4 3.8 4.0 
- domestic goods 18,796  1.7 0.8 -0.1 -0.6 0.0 0.4 
- imported goods 27,466 3.8 2.8 7.9 7.2 7.3 5.9 6.2 
Exports 4,039 8.7 12.9 6.4 7.8 7.7 7.2 8.4 
Investment 587 1.2 8.2 8.6 5.5 4.2 4.2 6.1 
Employment 
(number 1000) 
81 -1.2 -3.3 0.3 0.3 -0.3 0.5 -0.5 
 Ratios (%) 
Import penetration 59.4  59.6 61.3 62.9 64.7 66.0  
Export propensity 17.7  19.2 20.1 21.3 22.7 23.9  
Table 32: Performance indicators for machinery manufacturing
60
 
The machinery sector consists of six main sub-sectors, namely: engines and turbines; agricultural 
machinery; metal and woodworking machinery; special industrial machinery; office and accounting 
machinery; and other non-electrical machinery.  The main sub-sectors are the “other non-electrical 
machinery” and special industrial machinery, which account for 46% and 39% of total sectoral production 
respectively.  
 
While the machinery sector‟s products are mostly used as capital or intermediate inputs by other 
economic sectors, they concentrate on different markets.  For instance, the agricultural machinery, metal 
and accounting machinery sub-sectors largely focus their sales on the export market.  Engines and 
turbines are mostly an intermediate input into other machinery sub-sectors, while the special industrial 
machinery and other non-electrical machinery sub-sectors direct their sales principally towards private 
investment expenditure.  The main exporting sub-sectors are the other non-electrical machinery, special 
industrial machinery and the metal and woodworking machinery sub-sectors, representing 40%, 26% and 
20% of overall sectoral exports, respectively. 
 
Machinery production is expected to grow at an average of 2.1% p.a. between 1997 and 2001.  Growth 
will be mainly driven by demand from the basic iron and steel sector, as well as the machine sector itself.  
Increased private investment is expected to underpin high domestic demand at an average annual rate of 
4% until 2001.  However, domestic demand is most likely to be satisfied by imported capital goods due to 
their superior quality
61
.  
 
Neighbouring countries, as well as certain Asian and South American nations, have shown considerable 
interest in South African machinery.  For this reason, it is expected that an export growth of 8.4% p.a. 
could be attainable between 1997 and 2001
62
. 
 
Increased foreign demand over the medium term is likely to lead to additional employment and higher 
investment levels in the machinery and related sectors due to strong forward and backward linkages. 
However, much of this investment might be in the form of foreign companies opening production 
facilities and branches in South Africa which could intensify pressures on local producers as foreign 
counterparts are likely to start up with more advanced technology.  It is possible that local companies that 
are unable to adapt to a more competitive and technologically-advanced environment may be forced to 
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close down, thus brining about a negative impact on employment. 
 
Electrical Equipment 
 
Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Total Employment 97045   -1% 
Professional 9041 0.9% 9.3% 16% 
    
 
Engineering & related 
occupations 
5794 7.4% 6% 18% 
 Natural & Biological 
Sciences occupations 
1247 2.2% 1.3% 32% 
 Medical, dental & related 
health occupations 
71 0% 0.1% 0% 
 Education professions  51 1% 0.1% 0% 
 Law professionals 4 0% 0% 0% 
 Personnel & management 
services professions 
365 1.1% 0.4% 5% 
 Accounting & economic 
professions 
470 0.8% 0.5% 3% 
 Social scientists, arts & 
humanities professions 
1040 1.4% 1.1% 1% 
Managers 5167 2% 5.3% 8% 
Clerical/sales/service 15737 0.7% 16.2% -1% 
Artisans 5782 1.9% 6% 4% 
Semi/unskilled 61318 3% 63.2% -5% 
Table 33: Electrical Equipment Manufacturing: Employment by occupation
63
 
Similarly to machine manufacturing, the electrical equipment manufacturing sector is likely to grow at a 
slow rate of 2% p.a. between 1998 and 2003 due to government‟s reduced spending on the military as 
well as the entry of foreign producers into the local market.  Unlike for previous sub-sectors, however, a 
relatively small decline in employment (1%) is forecasted.  As Table 33 above shows, while the number 
of professionals employed is likely to increase by 16%, the employment of semi- and unskilled workers, 
as well as clerical, sales and services personnel is likely to decrease by 5% and 1 % respectively mostly 
due to capital intensification.  
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Motor vehicles and parts manufacturing 
 
Employment 
% of 
employment in 
occupation 
% of 
employment 
in sector 
Projected 
growth 
1998 1998-2003 
Total Employment 82335   -5% 
Professional 9441 1% 11.5% 3% 
    
 
Engineering & related 
occupations 
3257 4.2% 4% 4% 
 Natural & Biological 
Sciences occupations 
1928 3.5% 2.3% 16% 
 Medical, dental & related 
health occupations 
85 0% 0.1% 0% 
 Education professions  166 3.4% 0.2% 4% 
 Law professionals 7 0% 0% 4% 
 Personnel & management 
services professions 
632 1.8% 0.8% 0% 
 Accounting & economic 
professions 
1034 1.7% 1.3% -1% 
 Social scientists, arts & 
humanities professions 
2333 3.1% 2.8% -7% 
Managers 3626 1.4% 4.4% -2% 
Clerical/sales/service 15055 0.6% 18.3% -6% 
Artisans 9786 3.2% 11.9% -1% 
Semi/unskilled 44427 2.2% 54% -7% 
Table 34: Motor vehicles and parts manufacturing: Employment by occupation
64
 
Keeping in mind the direct link between the demand for motorcars and economic growth, it is expected 
that with a moderate economic growth (2-3% p.a.) between 1998 and 2003, the sale of new motor 
vehicles should grow by about 4% p.a. While local manufacturers are experiencing increased competition 
from the importing of fully assembled vehicles, increasing levels of exports are offsetting this negative 
effect.  For this reason, the HSRC study forecasts that this sub-sector should grow by 3% p.a.  
Nonetheless, as has been the trend in other sub-sectors, this sub-sector is expected to experience a 5% 
decline in employment.  Following the pattern of other sub-sectors, the employment of semi- and 
unskilled workers, together with clerical, sales and services personnel is the most likely to decline.  
However, unlike other sectors, the motor sub-sector is also likely to experience a reduction, albeit 
relatively small in comparison, in the employment of managers and artisans.  With regards to managers, 
this is partly as a result of increasing pressure on companies to rationalise their staff complements.  The 
reduction in the number of artisans (mainly toolmakers, fitters and turners, welders, motor vehicle 
machinists, and sheet-metal workers) to be employed is linked to the adoption of new technology that is 
negatively affecting the demand for many of the traditional artisan occupations. 
 
As long as the macro economic fundamentals affecting the South African automotive industry remain 
positive and premised on expectations of a growth rate in gross domestic product, year on year, of 3,0% 
and growth in private consumption expenditure, year on year, of 3,5% - NAAMSA continues to project 
an overall improvement in new vehicle sales volumes, in aggregate terms, of over 15% for the year 2000. 
Moreover, exports of South African cars and commercial vehicles, in aggregate terms, are projected to 
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maintain strong upward momentum rising by over 30% in volume terms
65
. 
 
During the first six months of the year 2000, the new vehicle market reflected sustained growth to end the 
first half of the year with a total of 165 678 unit sales reported – a year on year increase of 19,0%.   The 
underlying strength in new vehicle sales should however be seen in the context of the extremely low base 
applicable during the first half of 1999 when general activity levels in the South African economy 
reached a low point in the aftermath of the emerging market crisis. 
 
The industry‟s performance over the past five years together with expectations of an improvement in 
general economic activity levels and vehicle sales during the years 2000 and 2001 are reflected and 
summarised in the following industry vehicle sales, export and import data: 
 
 1995 1996 1997 1998 1999 2000 2001 
Domestically Produced Sales 
Cars 233 512 238 784 217 721 177 212 162 402 180 000 205 000 
Light Commercials 128 397 129 575 113 992 99 778 96 169 105 000 115 000 
Medium and Heavy 11 803 13 567 12 759 10 377 8 230 11 500 12 000 
Total Local Sales of  
domestically-prod. vehicles  
373 712 381 926 344 472 287 367 266 791 296 500 332 000 
Exports 
Cars 8 976 3 743 10 458 18 342 52 292 70 000 115 000 
Light Commercials 6 356 7 125 8 000 6 808 6 504 7 500 9 000 
Medium and Heavy 432 685 1 111 748 787 1 000 1 200 
Total Exports 15 764 11 553 19 569 25 898 59 583 78 500 125 200 
Total Domestic Production 
(Proxy) 
389 476 393 479 364 041 313 265 326 374 375 000 457 200 
Exports as % of total 
domestic production 
4,0% 2,9% 5,4% 8,3% 18,3% 20,9% 27,4% 
Imports 
Cars 18 131 34 600 50 041 57 609 51 968 65 000 75 000 
Light Commercials 3 000 3 500 3 762 4 100 3 500 3 400 4 000 
Medium and Heavy 950 1 050 1 000 2 500 3 500 2 000 2 100 
Total Imports 22 081 39 150 54 803 64 209 58 968 70 400 81 100 
Total Local Market* 395 793 421 076 399 275 351 576 325 759 366 900 413 100 
Imports as % of total market 5,6% 9,3% 13,7% 18,3% 18,1% 19,1% 19,6% 
        
GDP Growth Rate 3,4% 3,2% 1,7% 0,1% 1,2% 3,0% 3,0% 
Source: NAAMSA
66
 * Local sales of domestically produced vehicles plus imports 
 
As the South African automotive industry restructures and adapts to the realities of trade liberalisation 
and resultant lower levels of protection, globalisation, rapid technological change and rising customer 
expectations – the key challenge facing domestic vehicle assemblers will be to ensure that their operations 
become progressively more internationally competitive through the achievement of quantum 
improvements in manufacturing efficiencies and the attainment of world class manufacturing standards. 
 
Based on the fact that the motor industry development programmes have been extended through to 2007, 
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NAAMSA has formulated the following vision for the South African automotive and associated 
industries
67
: 
 
 Growth in the domestic total vehicle market from 325 000 in 1999 to over 420 000 units by 2002.  
This includes built up imported vehicles rising from 60 000 units in 1999 to about 100 000 units 
by 2002. 
 Overall domestic automotive new vehicle turnover should increase sharply from about R27,5 
billion in 1999 to about R40 billion by 2002. 
 Growth in exports of South African produced vehicles from 55 000 units in 1999 to about 130 
000 by 2002. 
 Substantial further investment in best practice productive assets and state of the art technologies. 
 An automotive industry with a strong export focus capable of exploiting international niche 
market requirements and able to compete effectively in CBU and component exports.  Value of 
component exports (current Rand) to rise from R9 billion in 1999 to R12 billion by 2002.  Value 
of CBU exports to rise from R5,0 billion in 1999 to R10 billion by 2002. 
 An industry which is able to offer its customers more affordable products and improved quality 
and choice. 
 A more focused and rationalised assembly and supplier industry – progressively more globally 
competitive with major export focus based on economies of scale production.  Major linkages 
with multi national automotive corporations leading to participation in OEM global sourcing. 
 Fewer, more efficient dealers/distributors covering wider areas and broader client bases. 
 Union-employer partnership focus on results and radical improvements in productivity and the 
development of improved and more flexible skills. 
 
The first few years of the new millennium are likely to be characterised by above average overall growth 
as well as further fundamental restructuring of the motor industry to improve international 
competitiveness in terms of production costs, product quality and delivery standards. 
 
EMPLOYER AND WORKER PERCEPTIONS OF FUTURE CHANGES LIKELY TO AFFECT 
MERSETA SUB-SECTORS 
 
Employer perceptions 
 
Recent changes 
Employers identified changing markets, new technologies and changes in work organisation as the key 
factors influencing change in their sector. Industries are facing pressures for improved productivity, 
quality enhancement and cost reduction. Skills needs have been affected - workers need to be flexible and 
multi-skilled.  
 
In particular, employers identified the change in context from a protected domestic market to a 
competitive global market as a major factor.  In their view, industries can no longer survive in the South 
African market alone and need to export their products.  In turn, these pressures are leading to a greater 
emphasis in improving productivity levels, quality enhancement and cost reduction.  The focus on core 
business has led to reductions in the workforce, the introduction of teamwork and greater customer 
orientation.  These developments in turn create a demand for more flexible and multi-skilled workers.  
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In the Auto and Motor sub-sectors, high tech equipment is now used which creates a demand for workers 
who are flexible, multi-skilled and able to work in teams.  Due to “leaner structures” and rapid change, 
“[workers] need the ability to operate various machines”.  Improved technology in motor vehicles that is 
bringing about longer service intervals has led to a change in work content and a reduction in the number 
of workers.  In gearbox and transmission, advances in technology have created a demand for mechanics 
who are qualified to work with automatic gearboxes - skills that are hard to find, according to employers.  
 
Employers in the New Tyre sub-sector felt that changes in technology and the introduction of new 
machinery have affected training and work organisation. In terms of the latter, the new technology has 
made it possible to combine jobs and tasks, which were previously done separately.  For this reason, 
training and retraining programmes have had to be introduced. Whereas training used to focus mainly on 
reading and writing, the focus has had to be broadened to emphasise problem solving. Trainers have been 
sent overseas for training before they train workers in South Africa in the use of new machinery.  In some 
instances, trainers from Japan have assisted them. 
 
Employers in the Plastics industry acknowledge that changes in technology have “resulted in changes in 
the operation” but feel that there has not been much change in work organisation.  As described by one 
employer, “we just do things more intelligently now. But what workers did five years ago is still the 
same”.  
 
Future changes 
Overall, employers were rather pessimistic about the prospects for growth in their sub-sectors.  
 
In the Automobile manufacturing sub-sector, employers expressed the view that their sub-sector cannot 
be classified as a growing sector. Some employers felt that if they can increase exports significantly, 
employment will grow but this growth is likely to be on temporary, contract jobs. Others thought that the 
sub-sector as a whole would not grow because growth in one company is likely to be counterbalanced by 
shrinking in another. They also felt that the strategy of focusing on core business had been decided 
outside South Africa.  They anticipate that there could be further retrenchments, this time at supervisory 
and planning levels, especially if specific plants have to close down.  
 
In the Metal & Engineering sub-sector, employers thought it is unlikely that many new jobs will be 
created. They felt that the implications of globalisation and the shortage of technical and IT skills must be 
addressed. They anticipate greater emphasis on enhancement of productivity and quality, which can be 
achieved through apprenticeships, recruiting new graduates with technical skills and retrenching those 
without skills who cannot be trained on the job. They concluded that the demand for skilled workers is 
paramount but there are no prospects for significant  growth.  
 
In the Motor sub-sector employers anticipate “a very serious shrinkage in the retail market” because there 
are 30% to 40% too many dealers in the South African market.  They expect that big corporations will 
reduce the number of retail outlets and pointed out that already some dealerships have had to close. 
Independent dealerships are not likely to survive. Instead, they believe that “service is going to be the 
differentiating area on who will survive”. Other factors that will impact are interest rates and labour.  
However, they anticipated that there would be some growth in components manufacturing to supply 
overseas and local manufacturers engaged in production for export. Similarly to employers in the Auto 
sub-sector, they think that employment growth, if it does occur, will be in employment of casual labourers 
and fixed term contract workers. One manager expressed the view that South Africa can “export” 
labourers to countries where large sections of the workforce are unwilling to enter certain trades or “do 
the dirty work”.  
 
In the New Tyre sub-sector employers anticipate that instead of employment expansion, there will be a 
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stabilisation of the workforce and a possible shrinkage. Because of the pressure towards export 
competitiveness, for example with countries in Asia, companies want to reduce costs “by not increasing 
the number of workers”.  
 
Employers in the Plastics sub-sector also identified overcapacity as a problem. They felt that the plastics 
industry is unstable and it is therefore difficult to make predictions.  Nevertheless, they suggested that 
there will be no employment creation “due to automation”. They indicated that currently they outsource 
certain jobs, but do not employ shop floor workers on a contract basis. There are likely to be changes in 
work organisation.  For instance, employers would like operators to do “first line maintenance” but they 
are uncertain about unions‟ responses.  In general, they felt that labour laws are inhibiting growth.  As one 
employer put it, “We cannot have a sweeper at R10,30 per hour, we would rather have a machine”.  
 
Worker perceptions 
 
Recent changes 
Workers identified a number of trends and likely future developments.  Broadly speaking, they 
commented that there have been significant changes in employment, work and work organisation due to 
responses to globalisation and new technologies. 
 
More specifically, Auto sub-sector workers expressed differing views on the effects of various changes on 
workers.  They recognised that due to the need for automobile manufacturing companies to compete 
globally, these companies have introduced flexibility.  However, one worker cited employer definitions of 
flexibility as “half your workforce, double your commitment and triple production” and commented on 
the disillusionment experienced by workers who had been retrenched despite the fact that they had 
acquired skills.  While not commenting on the general effects of flexibility, another worker commented 
positively on his experience of change.  He said that in the past “workers were not treated as persons” and 
“were told to leave their heads outside and bring hands and legs”. In his experience workers now “have a 
say” and communication has increased.  However, he indicated that he was not aware of how widespread 
these practices were. 
 
In the Motor sub-sector, workers identified new technology and globalisation as the main factors 
influencing change in the sub-sector. They regarded growth as being dependent on sales.  Current strategy 
in the sub-sector has focused on increasing exports, but in their view this would only “grow marginally”. 
They anticipated that levels of sophistication and complexity in the production process would increase 
and that downsizing would continue. In their own words, “workers will fall by the wayside”. They 
emphasised the importance of transferable skills in improving workers‟ chances of re-employment. They 
highlighted the trend towards importation of parts and in some cases of fully assembled cars.  
Consequently, they anticipated that there would be higher growth in “after market sub-sectors” such as 
repairs (e.g. Motor).  
 
In the New Tyre sub-sector, workers identified technology as a key factor in changing the way work is 
done. They commented on the contradictory effects of this change. They welcomed the fact that workers‟ 
intelligence was now being needed and they were no longer expected to leave “their minds back at 
home”. However, in some cases, workers have been expected to adapt to the new technology without 
training and there have been “massive retrenchments”. 
 
Future changes 
Workers generally recognised that retrenchments and attrition policies are likely to continue and will 
further reduce the numbers of people employed in the industry.  On the basis of earlier practices in the 
industry (particularly in the case of the auto and motor industries), workers anticipate that larger numbers 
of blue-collar workers are likely to be retrenched.  There was a difference of opinion within the Auto 
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sector group on whether managers have been as badly affected as workers.  In other words, there were 
different views on whether retrenchments have been implemented on a percentage basis in each category 
or whether cuts have been directed mainly at blue-collar workers because managers themselves make the 
decisions.  
 
Due to the emphasis on cost cutting by employers, conditions of employment are being affected, more 
often negatively.  Contract employment tied to performance criteria is likely to increase, even in the case 
of qualified technicians (e.g. Motor sub-sector).  In addition, workers were of the view that recruitment 
through labour brokers is likely to replace the practice of direct recruitment by companies.  Added to this, 
minimum qualification requirements for entry into the industry are being pushed up, as employers look 
for workers who have at least matric (whereas workers think Std 7 is adequate). 
 
Several of the workers interviewed expressed concern that where vacancies occur, employers tend not to 
promote workers from within the company but recruit retired people or people from another area instead.  
Mobility and career path possibilities for workers are being limited either in terms of vertical progression 
within companies or horizontal mobility between companies in the same sub-sector or companies in 
different sub-sectors. The restrictions on workers‟ mobility were attributed in some instances to problems 
in the recruitment and promotion practices of managers (e.g. New Tyre) and in other to lack of 
transferable skills (e.g. Motor, New Tyre). 
 
In general, workers were of the view that overall developments in the industry continue to shift in favour 
of employers. As one worker expressed it, “Employers ...feel they can be choosy because of high 
unemployment rates” (Auto sub-sector). Workers expressed the view quite forcefully that the imbalance 
in power in favour of managers who have decision-making power impacts negatively on workers.  
Examples were cited in respect of recruitment, promotion and retrenchment practices.  
 
For some workers this imbalance in power and restrictions on workers‟ mobility is associated with racial 
inequalities.  In workers‟ own words: “People in power are white and they are the ones who make 
decisions on who gets trained on what.  Blacks are at the bottom” and again “Non-whites would do the 
plumbing, etc. Me and [other colleague] are the first to be non-white tool-makers” (Auto sub-sector). 
 
THE IMPACT OF FUTURE CHANGES ON EDUCATION AND TRAINING  
 
While most of the MERSETA sectors are expected to achieve differing degrees of positive output growth, 
both the available projections as well as focus group participant comments indicate that employment 
within the sub-sectors is not expected to increase, except for highly qualified artisans in some sub-sectors.  
At best, the workforce within the MERSETA sector will be stabilised and at worst reduced further.  
However, stabilisation of the workforce is likely to be marked by a shift from permanent to temporary, 
casual employment, as well as labour brokers. Reductions are most likely to affect unskilled and semi-
skilled workers.  In addition, sub-sectors like Auto could also face a reduction in supervisory and broader 
managerial positions, if the decision is made to close down certain plants or platforms.  Employment 
growth, if any, is likely to be linked to exports, for temporary or contract workers.  
 
Despite projections showing growth within the sub-sectors, employers were much more pessimistic about 
growth prospects.  Largely, this is linked by employers to the fact that industries can no longer survive in 
the South African market alone and hence much of the projected growth for most of the sub-sectors is 
expected to come from penetration into the export market.  Given that international markets are 
unpredictable and highly volatile, employers want to be cautious about what can be achieved in the near 
future.  In addition, where companies have parent counterparts overseas, decisions might be made abroad 
which could have a severe impact on local manufacturing.  
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Faced with a change in context from a protected domestic market to a competitive global market, 
employers are focusing on improved productivity, quality enhancement and cost reduction to improve 
competitiveness.  In turn, this represents a significant source of tension with unions in this sector, who 
oppose many of these initiatives.  The focus on core business has led to reductions in the workforce, the 
introduction of teamwork and greater customer orientation.  These developments in turn create a demand 
for more flexible and multi-skilled workers, who can combine jobs and tasks, which were previously done 
separately.  For this reason, training and retraining programmes have had to be introduced to upgrade the 
skills of existing workers. 
 
In light of the above growth prospects, the following have been identified as priority areas for future 
education and training:  
 
 General upgrading of technical and production-related skills of the workforce through training models 
linked to career paths.  These should not be limited either in terms of vertical progression within 
companies or horizontal mobility between companies in the same sub-sector or companies in 
different sub-sectors; 
 Training on production-related and technical skills that are both portable and transferable so that 
workers‟ chance of re-employment can be improved in the case of retrenchments; 
 Ongoing and updated technical training in order to adapt to and keep up with new technological 
changes and automation; 
 Technical training for artisans and technicians; and 
 Alternative re-employment career paths for workers who are likely to be unemployed. 
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IV CURRENT EDUCATION AND TRAINING SUPPLY FOR THE SECTOR 
 
INTRODUCTION 
 
This chapter starts by providing some general information about apprenticeships within relevant 
MERSETA sub-sectors and the number of students who received undergraduate and post-graduate 
degrees at universities on relevant courses to the MERSETA sub-sectors in 1999.  The second part 
provides a detailed account of the current training provision within the sector, both its strengths and 
weaknesses, based on the focus groups conducted with employers and workers within each of the 
MERSETA sub-sectors.  The final part of this chapter explores some of the initiatives that each of the 
sub-sectors has undertaken so far to develop their education and training in line with the NQF and the 
Skills Development Act. 
 
APPRENTICESHIPS WITHIN RELEVANT MERSETA SUB-SECTORS 
 
The tables below provide information regarding apprenticeships registered with the former Industry 
Training Boards between 1995-1999. 
 
Industry 1995 1996 1997 1998 1999 
Automobile 523 238 186 175 147 
Metal (including Plastics) 5828 5632 6162 6312 5401 
Motor 1430 1118 1206 1004 949 
Tyre & Rubber Manufacturing 6 0 0 0 0 
TOTAL 7787 6998 7554 7491 6497 
Table 35: Contracts of apprenticeship registered 1995-1999 
 
Industry 1995 1996 1997 1998 1999 
Automobile 33 51 39 63 38 
Metal (including Plastics) 1067 1054 839 839 812 
Motor 1140 1035 1295 1364 1132 
Tyre & Rubber Manufacturing 12 0 0 0 0 
TOTAL 2252 2140 2173 2266 1982 
Table 2: Contracts of apprenticeship completed 1995-1999 
 
Industry 1995 1996 1997 1998 1999 
Automobile 7 0 20 6 5 
Metal (including Plastics) 146 238 206 206 107 
Motor 210 196 251 236 244 
Tyre & Rubber Manufacturing 0 0 0 0 0 
TOTAL 363 434 477 448 356 
Table 3: Contracts of apprenticeship rescinded 1995-1999
68
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Area of specialisation 
Blacks Coloureds Indians Whites All groups 
M F Tot M F Tot M F Tot M F Tot M F Total 
Computer Science & Data Processing 9 19 28 1 6 7 7 7 14 66 163 229 84 196 280 
Engineering & Engineering Tech. 12 37 49 1 6 7 6 17 23 39 473 512 58 533 591 
Industrial Arts, Trades & Technology - - - 1 1 2 - - - 4 20 24 5 21 26 
Mathematical Sciences 16 28 44 3 6 9 4 7 11 60 76 136 83 118 201 
Total 37 84 121 6 19 25 17 31 48 169 732 901 230 868 1098 
Table 36
69
: Number of students who obtained post-graduate certificates/diplomas/degrees at Universities
70
 in 1997 
 
Area of specialisation 
Blacks Coloureds Indians Whites All groups 
M F Tot M F Tot M F Tot M F Tot M F Total 
Computer Science & Data Processing 22 53 75 6 23 29 19 37 56 166 350 516 213 463 676 
Engineering & Engineering Tech. 6 116 122 5 33 38 11 61 72 77 760 837 99 971 1070 
Industrial Arts, Trades & Technology - - - - 1 1 - - - 6 4 10 6 5 11 
Mathematical Sciences 70 139 209 21 21 42 16 25 41 166 282 448 274 467 741 
Total 98 308 406 32 78 110 46 123 169 415 1396 1811 592 1906 2498 
Table 37
71
: Number of students who obtained undergraduate certificates/diplomas/degrees at Universities
72
 in 1997 
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CURRENT EDUCATION AND TRAINING PROVISION WITHIN MERSETA SUB-SECTORS 
 
Service providers 
 
The current education and training supply for the sector varies substantially according to sub-sector and 
size of employers.  In particular, the automobile, tyre and plastics sub-sectors do not have lists of 
accredited training providers, as they are able to provide a large proportion of their training in-house.  
Their previous training boards respectively accredit this training.  For further and higher education, they 
mostly rely on universities, technikons and technical colleges within their particular geographical areas as 
the need arises.  Furthermore, employers that have parent companies, either send some of their employees 
overseas for training, or trainers from overseas parent companies come to South Africa to conduct specific 
workshops and courses. 
 
In contrast, both the Motor and Metal & Engineering sub-sectors have identified relevant training 
providers for training in particular occupations.  At present, most of these providers are accredited by the 
previous Training Boards and have yet to be accredited by the MERSETA. Appendix C provides a 
detailed account of training providers, mentors, and apprentices within the motor sector.  Appendix D 
provides a list of apprenticeships within the Metal & Engineering sub-sector. While the Metal & 
Engineering sub-sector has a very comprehensive list of accredited service providers, it is too extensive to 
reproduce here as an appendix.  If necessary, it can be obtained directly from the MERSETA offices. 
 
One factor to keep in mind regarding service providers is that many of them may already be doing some of 
the work of the MERSETA. For this reason, that the MERSETA should facilitate coordination of these 
providers that can enable monitoring the quality, relevance and scope of training provision and 
concomitantly exclude training provision by “fly-by-night” service providers, particularly within the 
Motor and Metals & Engineering sub-sectors.  
 
Role of unions in education and training 
 
Employer views 
 
Except for employers in the New Tyre sub-sector, employers appear to have either negative or ambivalent 
views about the role of unions. Only a few employers outside New Tyre had a positive view and thought 
union involvement would be of benefit to employers. While acknowledging that unions have played a 
significant role in training decisions, most of the employers participating in the discussion expressed 
reservations about unions‟ adversarial approaches, the militancy of younger shop stewards and their 
“quality” and capacity in comparison to managers. They made a distinction between the militancy and 
poor quality of shop stewards on the factory floor and “older officials” who, in their view, had a better 
understanding of current conditions.  
 
Employers also expressed frustration with releasing representatives to participate in “endless meetings” in 
SETAs or in SAQA standard setting processes.  
 
New Tyre sub-sector 
All employers interviewed commented on the constructive relationship that has existed with unions since 
1985.  In particular, employers indicated that unions play an active role in terms of being part of training 
and education, part of training structures, and specifically training forums.  Unions have also been 
involved in discussions around WSPs, the development of the training module and training standards.  
Employers felt that the New Tyre industry has been very successful in involving all interested parties in 
the generation of standards.  They all agreed that much of the progress in training has been as a result of 
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unions‟ active involvement.  
 
At the same time, employers felt that unions still do not play an adequate role in conscientising workers 
about the international changes that have brought about a more competitive market and hence the need for 
higher productivity.  Employers pointed out that at present the industry is in a kind of transition phase 
where workers need to move away from the old struggles and adopt a new mindset in terms of production.  
However, there are still instances where productive persons come into the industry but are drawn in by the 
union collective, pressured to build less tyres and trapped by the unions‟ mindset.  Employers emphasised 
that part of this mindset comes from labour having historically relied on the workplace for political 
activities.  At present, there is a need for unions to shed that moulding and embrace the new requisites for 
higher productivity.  Employers expressed concern that due to high international demands, there might not 
be sufficient time to extend the duration of this transition of mindset.  
 
Auto sub-sector 
Some employers indicated that unions had played a vital role in 1993 and 1994 in getting the multi-
skilling of workers off the ground.  Furthermore, they indicated that unions have been fully involved in the 
implementation of multi-skilling in the plants, by informing members about what the programme was 
about.  Recently, there has been somewhat of a shift in the unions‟ mindset.  In particular, it would seem 
that unions have developed a mindset of dealing with specific issues rather than with strategic 
opportunities for development.  While they have made a major contribution, some employers expressed 
concern over the unions‟ capacity and competency as a partner in the design of training opportunities. 
 
Employers indicated that shop stewards should play an important role in monitoring the technical training 
that is provided.  In cases where problems arise, one employer argued that “[shop stewards] should bring 
that to the attention of training managers. That should be the real live role of the shop stewards in charge 
of training,…they should be there to ensure that the training that we give is competency-based and that the 
person is not disadvantaged or victimised because he does not have the competency”. 
 
More specifically, some employers pointed to the difficult position of union training representatives at 
Chamber level.  Some indicated that training representatives often get bullied. They expressed that they 
often do not push too hard training issues that they individually believe in because of the political sphere 
of the unions.  In many cases, training shop stewards are not in a position to say yes or no. Battles within 
the shop stewards ranks often leave the training shop stewards with nowhere to turn. Training shop 
stewards are cognisant of the fact that a decision they make will split the rank, and therefore they find 
themselves having to weigh up the pressure from one group or the other.  In many cases, training shop 
stewards do not want to make a decision.  According to some employers, for this reason, “we sit with 
decisions not being made in training meetings”.   
 
While there was a general concern with the union ranks, employers indicated that they have all embarked 
on capacity building programmes for shop stewards.  Shop stewards have attended 3-4 month programmes 
at tertiary education institutes and have successfully written exams. The respective companies pay for this 
training. 
 
Metal & Engineering sub-sector 
In the Metal & Engineering sub-sector employers mentioned having experienced tensions with unions - 
they see unions as being driven by ideological and political considerations rather than the needs of 
workers. Employers felt that unions are “prone to adopt an adversarial attitude” in the implementation of 
the Skills Development Act. In particular, some were concerned that there has not been much progress in 
the development of standards through SAQA.  For this reason, some employers did not see the benefits of 
releasing people for “endless meetings” and felt that many of the policy processes are too slow - for 
example SETA processes for companies to claim grants and SAQA processes on standard setting. 
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Motor sub-sector 
In the Motor sub-sector employers expressed ambivalent views about the role of unions. Most of the 
employers participating in the focus group discussion acknowledged unions as major players but made a 
distinction between “older union officials” who understand current conditions and “young ones” who are 
more militant. They felt that the relationships with regional and national representatives are better than 
with shop stewards at the factories. While acknowledging that shop stewards raise issues of fairness that 
have to be addressed, they expressed reservations about the “quality” of shop stewards.  As one employer 
put it, “the shop steward sees himself as a defender of the people” and are elected from the shopfloor 
“usually based on whether they have the courage to stand up to management”. At the same time, some 
employers expressed concern that “they often come off last in exams and tests” and that “they are not 
necessarily the most productive workers but the loudest ones”.  
 
A few employers expressed the view that union involvement is a positive development by saying that “if 
unions are allowed to be involved, then it will be for the benefit of employers”. These employers believe 
that the top leadership of the union has shifted from earlier demands for training for all workers and has 
accepted business principles such as profit and multi-skilling. In addition, they indicated that the top 
echelons of the unions have a non-aggressive, cooperative approach. One employer mentioned that unions 
have good ideas and can play a constructive role “if the employers use them”.   
 
Plastics sub-sector 
In the Plastics sub-sector, employers were ambivalent in their responses on the role of unions. Some 
employers indicated that they do not have much contact with unions, while others indicated that their 
relationship is very positive as they share the financial burden of training.  On the one hand, some thought 
that it is preferable to have union involvement but on the other hand some expressed reservations about 
the current leadership of unions. In one employer‟s words, “five years ago unions were helping workers, 
but now good unionists have moved into government. Now, the unionist is the old guard who wasn‟t good 
enough to go into private practice and such people can be problematic”.  As can be observed, this is quite 
different from the perceptions of motor sub-sector employers who felt that in many cases it is the young 
workers and not the older ones who are difficult to work with.   
 
Similarly, employers differed in terms of the role that unions could still play.  Some felt that unions are 
too rigid at times in terms of job grading, but cooperative when dealing with other issues.  Others also 
pointed out that as employers they were not “out to smash unions”, but also recognised that as long as 
South African employers behave as they do, the relationship between employers and unions will never be 
good.   
 
Worker views 
 
Some workers recognised that the role of unionists is changing.  In the words of one worker, “traditional 
unionists are different from today‟s. Old ones would fight for workers‟ rights...we need to get them 
interested in training also”(Auto).  Furthermore, they recognised that both unions and employers should 
recognise that they have social responsibility towards the workers.   
 
However, some workers felt there is resistance to the union‟s involvement in training, sometimes from 
employers and sometimes from workers themselves who want the union to concentrate on “bread and 
butter issues” (Auto). Nonetheless, unions have intervened through industry level agreements and have 
endorsed other national initiatives, such as the Capability Competitiveness for Africa. However, 
implementation of agreements has been uneven – some managers are proactive and others resist 
implementation. 
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Workers have experienced problems at plant level with provision of training.  In cases where unions have 
attempted to intervene at plant level, they have encountered resistance from managers – “As a shop 
steward, I received training on the LRA, globalisation, finance, health and safety at a college paid by the 
company. If we want to set up how production is done they tell us that we want management‟s job” 
(Motor). 
 
Some workers attributed the problems to union capacity; they viewed recent policy developments, such as 
the Skills Development Act, as positive in that decision-making was not the prerogative of employers but 
involved both workers and employers.  They suggested that full time unionists are needed to help with 
training issues.  
 
Despite these capacity problems, unions nevertheless seem to be playing a role in training. Some argued 
that unions are playing an important role in providing support and counselling to workers (New Tyre). 
Unions have also undertaken training programmes themselves – such as ongoing (not one-off) 
programmes on the LRA, equity, AIDS and health and safety. However, some workers felt that since 
unions are not profit making institutions, unions are experiencing difficulty in sustaining these 
programmes. Additionally, workers recognised that unions themselves have often relied too much on shop 
stewards rather than calling on the general membership in delivering these programmes. 
 
Funding 
 
Employers pointed out that costs of training used to be shared between companies, government 
(Department of Manpower) and workers‟ contributions. With the change from Manpower to Labour the 
burden has shifted, in their view to companies. They commented that many companies have changed from 
viewing training as a cost to seeing it as an investment. For this reason, training budgets cannot just be cut 
when the business cycle is bad; but training is costly and training funds cannot be spent “recklessly”. They 
expressed concern about the potential difficulties of recovering levy funds from the MERSETA.  
 
Employer and worker views on current training provision 
 
This section draws on the views of employers and workers within each of the MERSETA sub-sectors to 
provide a detailed account of the specific kinds of training currently being provided within each sub-
sector. 
 
Technical training 
 
Employers presented a mixed picture of technical training provision in the sector. At some levels, as in the 
case of artisan training, formally structured and accredited training is being provided with knowledge that 
is often transferable across companies and sub-sectors. However, in the case of workers below artisan 
level, provision is uneven; some employers identified the need for unions to engage employers on 
workers‟ concerns about such training, including issues such as the adequacy of training and competency-
based remuneration.  
 
The introduction of competency-based modular training linked to remuneration levels has created a 
framework for career paths and progression for workers.  However, the transition from ITBs to SETAs has 
created some uncertainty about the status of certain qualifications.  Employers also expressed concerns 
about the negative effects on workplace mentoring systems arising from pressures for increased 
productivity and reduction of costs.  
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Auto sub-sector 
 
Employer views  
 
Auto sub-sector employers said that workers receive technical training on an ongoing basis. There are 
seven skills levels within the auto industry, and workers receive the AMIC certificate once they have 
completed Level 4.  At each skill level, the training model is constituted by three legs: education (e.g. 
ABET) modules, core knowledge (modules of training which affect every sector of the workplace, such as 
Communications), and specialisation and technical skills.  The AMIC certificate is an industry-recognised 
qualification that is therefore transferable across companies.  It has already been submitted to SAQA for 
interim registration.  Based on the experiences of other sub-sectors, one employer jokingly suggested that 
“we have a three-year expectancy on [receiving registration approval]”.  In addition, discussions are 
underway within the Auto Chamber regarding the formation of a Standards Generating Body. 
 
There was general agreement amongst employers that the auto industry has spent significant amounts of 
money on technical training.  A large proportion of the workforce in all companies has already moved 
from entry level to Level 4.  As one employer put it, “each person who has moved to Level 4 has already 
had 500-600 hours of training give or take”.   
 
According to all employers, training modules are based on notional time, the average time that it takes an 
average person to be able to demonstrate competency in achieving a particular skill.  There is a period of 
orientation when workers go to the line, and this is usually done by a supervisor.  However, if workers feel 
that they have not been adequately trained they can go back to the training department. Usually in this 
type of training there is a foreman who assists workers, as well as the training department. 
 
Some employers pointed out that during the assessment process, provision is made for the assessor who 
facilitates the assessing of the skill and the person to be assessed has the option to involve a union member 
if he wishes to. The Subject Matter Expert (SME), who is usually a foreman or someone who the foreman 
himself selects because that person knows the job best, has the final say as to how well a person does a 
particular job.   
 
For employers, technical-based training has two need-based elements. The first one is linked to new 
technology that comes in and to the concomitant need to train employees on how to operate the new 
machinery.  The second element is that each person has a mini-career path. There are certain technical 
modules that workers can choose from.  Employers try to blend the requirements of the individual with 
requirements of the environment/job where a person works.  The frequency of this kind of training 
depends on capacity. While there are many participants who want to engage in training and aspire to 
higher wages, employers have limited capacity. This in turn brings about conflict with the unions, because 
unions want everyone to be trained, while employers feel that they have to prioritise, plan and schedule 
training.  
 
When asked about the problems encountered with this kind of training, employers indicated that for the 
last five years, they have been trying to reach agreement with the unions on the framework for multi-
skilling of artisans beyond the team leader level.  This has stemmed from the fact that the industry is 
operating on competency-based remuneration system and that to remunerate someone for competency 
rather than the job he is doing has always been difficult. 
 
Related to the above, some employers also pointed out that the South African auto industry workforce 
should be benchmarked against the best in the world.  In these employers‟ views, “the best in the world” 
are not working on the same remuneration systems that are being forced on the South African auto 
industry. In addition, they argue that “the best in the world” will not want extra remuneration for doing a 
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lot of extra jobs but working normal hours.   
 
Some employers pointed to some of the problems with reversal of agreements.  They gave the example of 
“tip dressing” which used to be done by maintenance staff.  Due to the introduction of multi-skilling, an 
operator could do his own tip dressing. They indicated that to train someone to do this is not a big problem 
as it takes approximately two days, including the theory.  However, as one employer put it, “For that 
[doing the tip dressing], even though they do not have the required number of credits they want to claim 
from the old dispensation the higher level of payment for just doing that”.   
 
Most employers have experienced these kinds of difficulties with some workers. They were quick to 
qualify their statements by saying that it is not all workers all the time. Nonetheless, one employer added 
that “if all the operators in different lines and production areas where 100% loaded, I would have great 
sympathy for [the workers], because you are working at total capacity and your supervisor puts more work 
on you, but in some cases, we don‟t even reach 80%. When we compare against international benchmarks, 
the tip dressing is not a big thing. You should not have to hire ten other maintenance people to do it, as it 
puts costs on your product and then you end up retrenching people elsewhere”. 
   
Employers indicated that out of their three objectives of flexibility, self-check and maintenance, flexibility 
has been the one that has worked fairly successfully.  The ability to carry out preventive maintenance has 
created friction with workers as the latter feel that they are doing a maintenance person‟s job. This has 
been in direct contradiction with the multi-skilling agreement where workers will acquire skills and credits 
and move up to the next Skills Level. 
  
Worker views 
 
Workers within this sub-sector acknowledged that technical training takes place, although it has been 
scaled down.  They recognised that it is ongoing due to new technology, but artisan training has almost 
disappeared within the industry.   
 
Workers expressed varied views on the benefits of training for workers. One worker pointed out that there 
had been a shift from task-based training to skills-based training in accordance with the section on skills 
and education in the collective bargaining agreement. Another worker pointed out that, for him as an 
artisan, “technological training” had given him mobility between companies.  
 
In general, however, it would seem that workers have become disillusioned because they often see no 
benefits resulting from improving their education and training.  As some of them voiced this, “some get 
degrees but do not get any incentives” and “they get skills but employers still retrench them anyway”.  
Furthermore, some workers see the training in the Auto sub-sector as inadequate in terms of the 
appropriateness of the model of skills development and its impact on career pathing. They acknowledged 
that there is a skills shortage in the industry “because of the historical past” and that skills development is 
an important element in the strategy to become globally competitive.  However, they felt that the model of 
skills development is inappropriate because it was imported from Australia and has not been adapted to 
meet the needs of the industry in the South African context. A related problem in their view is that of 
“placement”, i.e. that people are not being appointed at the level appropriate to their competence.  One 
worker cited as an example that people appointed as managers “don‟t have proper skills”. 
 
They also commented that their vision of career pathing in the auto sub-sector has not been materialising.  
When the unions signed the three-year agreement in 1995 their vision was of the creation of career paths 
“from sweeper to engineer”. However, currently the industry is “nowhere near” reaching targets accepted 
in terms of the three-year agreement such as that all employees should have achieved a qualification at 
Level 4.  Generally workers see Level 4 as a ceiling or threshold beyond which there will be no progress, 
Formatted
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as movement to higher levels is only linked to vacancies within the industry. As some workers put it, “for 
the majority of our workers development ends at Level 4”.   
 
Linked to this, workers expressed disappointment that there are many workers within this sub-sector who 
have the necessary skills but do not have the formal recognition necessary to move up the career path.  For 
instance, they cited the case of job reservation under apartheid where certain job categories where not 
open to non-whites.  Nonetheless, some black workers received training anyway „unofficially‟.  Now, 
since they do not have formal qualifications and there is currently no recognition of prior learning, they 
cannot move beyond Level 4.  As one worker put it, “some guys that could qualify to be artisans were not 
acknowledged because of race [in the past]. There is a lot of guys around with skills, but because they do 
not have Level 4, they cannot be recognised”.  
 
Areas of agreement  
 
Employers and workers concur that technical training linked to a production training model is currently 
taking place and that workers are allowed to progress up the career path up to Level 4 of the model.  In 
addition, both parties would agree that artisan training has been limited.  This could be attributed to the 
fact that the career path beyond Level 4 is at present not clear due to the inability of employers and 
workers to reach agreement on the higher skills levels. 
  
Main areas of disagreement revolve around the difference between multi-skilling and multi-tasking and 
their link to remuneration levels, career path progression beyond Level 4 on the basis of vacancies and 
formal education, as well as the adequacy of the training model due to is foreign origin.  
 
Motor sub-sector  
 
Employer views 
 
In the Motor sub-sector there used to be four to five year apprenticeships; and the journeyman used to act 
as a mentor to other trainees. This training was not structured in any significant way.  However, the 
pressure to increase productivity and reduce costs has placed pressure on this system of mentoring. 
Apprenticeships “have fallen by the wayside”, artisans do not have as much time to be mentors and 
therefore there is more emphasis on learning by trial and error.  In addition, there is ongoing training on 
the shop-floor with every change in the production process. However, this training is not formalised in 
terms of assessment and accreditation. 
 
With the introduction of Competency-Based Modular Training (CBMT) in 1997 have made more 
structured on-the-job learning possible, although this model has not been adopted by all employers 
industry-wide. It creates a framework for career progression within the industry and skills levels are linked 
to wages. However, the transition from the MITB to the SETAs has complicated matters. In addition, 
standards already agreed to by the MITB have had to be re-submitted to SAQA in outcome form.  
 
Worker views 
 
Workers within this sub-sector recognised that CBMT training had been introduced.  Some mentioned that 
“it is very sophisticated and time-consuming, even though people come out qualified”.  They also 
mentioned that there are four levels in the CBMT and workers can stop at any level and receive a 
qualification.   
 
In general, workers felt that formal artisan learning and recognition was inadequate.  Some workers 
pointed to the fact that artisans have helpers who “get to learn, but not formally” and, in their view, there 
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is an emphasis within the industry on practical training at the expense of training for literacy and 
numeracy. As a result, workers are unable to acquire the technical knowledge for which literacy is a 
prerequisite. In their view workers‟ prior learning has not been recognised and as a result, workers are 
placed at lower levels than they should be. 
 
Workers also commented that workers are not benefiting from multi-skilling resulting from the 
restructuring of companies. They commented that there has been no improvement in wages in parallel 
with multi-skilling and that “workers have done skilled artisan work but with no acknowledgement”. 
Furthermore they pointed out that there are not enough artisans (journeymen) coming into the motor 
industry due to the fact that employers are unwilling to take on apprentices, artisans are leaving the 
country and because there is greater emphasis on allocating the duties of qualified artisans to “lower level 
employees”. 
 
Areas of agreement 
 
Both workers and employers recognise that technical training to keep up with technological advances is 
currently taking place, and that the CBMT is successful in producing qualified individuals.  In addition, 
while they disagree on the reasons, both employers and workers agree that artisan training has dwindled 
and that there is a lack of appropriate mentoring systems in place.  
 
Main areas of disagreement revolve around prior recognition of learning, as well as the link between 
multi-skilling and remuneration.  
 
New Tyre sub-sector  
 
Employer views 
 
In this sub-sector, the training of production employees on technical skills as artisans takes place during 
normal working hours at full pay.  The pending introduction of the Industry Education Training System 
(IETS), based on the agreement reached between employers and unions, will alter the manner in which 
training will be done.  
 
The training model consists of three legs.  A Fundamental leg, concerned with literacy and numeracy; a 
Core leg concerned with subjects such as Health, Safety, Communications, Problem Solving/Work 
Organisation, Industrial Relations and Quality; and an Elective leg, concerned with the knowledge and 
skills of specific functions.  ABET and core module training takes place after hours and is paid at half rate. 
Completion of these modules through levels 1 through 4 forms part of a career path within the industry.  
There are currently 20 qualifications for production-training. Unit Standards for this training model have 
been granted interim SAQA accreditation.  While this training is formally accredited, it has not yet been 
implemented.  
 
Artisan technical training is certified and apprentices complete a National Trade test. Learners attend 
technical courses at technical colleges and 90-95% of those who attend are successful in commencing with 
technical training and completing it. 
 
While the artisan training has been successful, employers pointed to a couple of inadequacies that need to 
be rectified.  In particular, employers indicated that artisans are trained on national standards which are 
not necessarily applicable to the tyre industry (as they have been trained according to MEIETB standards).  
Consequently, people go through 4-year apprenticeships, get their trade certificate, but once they enter the 
tyre industry, they need to be trained all over again.  When training is standardised using generic 
standards, specific training requirements to the industry are lost.  However, as employers commented, 
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“once artisan standards are formulated, we will comment on them and probably have to generate 
additional standards so that the person who comes into the tyre industry can select core standards from the 
national ones, but the elective ones can be selected from the tyre industry”.   
 
Worker views 
 
Workers within this sub-sector regarded the training programmes as inadequate with regard to relevance 
and quality. Some of them felt that training is being driven by employers‟ desire to gain grants and 
therefore does not properly take account of employees‟ needs.  There seems to be no match between the 
demands of the new technology and the training offered by companies. Sometimes training is provided by 
colleagues who themselves are inadequately trained. Most workers agreed that there is no mentoring or 
support on the job and workers are held responsible if problems arise.  
 
Workers raised concerns about being taught only on how to operate machinery by “pushing buttons”, 
without being shown how the machine works, how to fix it, or even given a manual on how it operates.  
Furthermore, they did not approve of the fact that workers might be capable of operating several pieces of 
machinery within a particular department but they are not remunerated for learning to use these machines. 
 
To improve the existing inadequacies, workers suggested that training should involve mentoring, as well 
as better communication between workers and management.  Furthermore, they indicated that employers 
should take into account that people are not the same and that some workers take longer to train.   
 
Areas of agreement 
 
Unfortunately, from the above discussions, there seems to be very little agreement between employers and 
workers beyond the fact that technical training regarding the operation of machinery is provided on an 
ongoing basis.  Workers generally feel that this training is neither adequate nor sufficient to match the 
demands of the new technology. Like workers in other sectors, workers in this sub-sector feel that the 
push towards multi-skilling has not been followed by adequate remuneration.  
 
Plastics sub-sector 
 
Employer views 
 
In the case of the Plastics sub-sector, employers said that most technical training was in-house on-the-job 
training and is directly relevant to work operations.  Currently there is no certification but a framework of 
four levels was created through the former Plastics ITB to reach the Plastician qualification, which is an 
industry recognised standard with national recognition. Access to training is on a voluntary basis but few 
workers volunteer for training, sometimes out of “fear of the language” and sometimes because their jobs 
do not expose them to operating the machines on which training is based.  
 
Metal & Engineering sub-sector 
 
Employer views 
 
According to employers, there is little time and money to train people on the job, but it is essential, as 
companies cannot afford to hire new people.  Large employers have more resources to train, while small 
companies do only baseline training.  However, even large companies reduce training and make it very 
specific to fit the company‟s needs.  Generally, however, skills are upgraded within levels.  Artisans for 
instance can move up internally but they cannot reach technician level.  At the same time, technicians can 
improve their skills but not reach the level of engineers.   
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Technical training is usually provided on company time, and general education is provided after hours.  
The biggest problem, from the employers‟ perspective, is illiteracy which hampers training in other areas.  
If workers are illiterate they cannot learn from written material and must have a trainer on the job.  
 
Worker views 
 
Workers within this sub-sector showed an interest in doing more creative things rather than being limited 
to mechanical tasks. However, what has been happening is “multi-tasking rather than multi-skilling” and 
the result frequently is that fewer people work harder and others are retrenched. The training they receive 
is too specific for the task and the workplace, and is not transferable to other contexts – in that sense their 
skills are not really being upgraded.  
 
The focus of training is on increasing productivity rather than in developing workers‟ skills in a holistic 
manner, based on their own needs (for literacy, computer literacy, etc). They want to ensure that workers 
are allowed to exercise their skills by being given the right opportunities, rather than by being trained all 
the time.  Workers specifically pointed out that practical experience on its own does not equal to having a 
“skill” and therefore insisted on  proper training and accreditation, and for the acquisition of skills that go 
beyond the specific tasks on the job. 
 
Workers generally felt that not much technical training is being offered because companies do not want to 
spend any money on it.  According to workers, employers frequently feel that they can get the needed 
technical skills from the outside and therefore do not want to invest in existing workers.  The larger 
companies do offer training, but the smaller ones often do not.  Instead, they prefer to get unemployed 
people who are already trained with prior work experience (possibly workers who have been retrenched 
from another place).  
 
The training that does take place happens during working hours for apprentices and only for company-
specific skills, which often cannot be used elsewhere.  People who want to advance their skills and 
education on their own, must do so after hours.  This is both inconvenient and discouraging.  Instead, the 
environment must be made conducive for training by using local languages and using materials suitable 
for particular levels, as well as by providing incentives such as career paths, promotions and salary 
increases. 
 
Areas of agreement 
 
Both employers and workers agree that limited technical training does take place and that it is geared to be 
largely company-specific.  However, while employers are satisfied with this due to the lack of time and 
money available for training, workers do not approve of the fact that these skills are not transferable to 
other contexts and that they do not help to develop workers‟ skills holistically. 
 
 
ABET  
 
As the ensuing sub-sectoral information on ABET will show, there is a clear pattern that emerges between 
employers and workers regarding ABET.  For this reason and to avoid undue repetition, the areas of 
agreement for this section are explored for all sub-sectors combined rather than per sub-sector.  
 
There is unquestioned agreement between employers and workers that ABET provision is taking place in 
all sub-sectors, with the exceptions being some smaller companies in the Metal & Engineering and Motor 
sub-sectors.  Moreover, both parties recognise the fundamental role that ABET plays in succeeding with 
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career path progression and the lack of motivation, particularly of older workers, to engage in ABE 
training.  
 
The fundamental disagreements on this issue, however, revolve around the time during which ABET 
provision is done, the teaching materials used, the language used as a medium of instruction, and the lack 
of immediate remuneration incentives for workers to attend ABE training.  On one hand, most employers 
(with a few exceptions) are adamant that ABE training provision must take place after hours in order not 
to disrupt production.  On the other hand, all workers are convinced that ABE training will only be 
successful once it is provided during working hours.  Most workers believe that ABET provision during 
working hours would go a long way towards minimising many of the current problems that act as a 
disincentive for workers to attend ABET classes.  The following sections highlight some of the major 
problems, as well as a few success stories in current ABET provision.  
 
Auto sub-sector employer views 
 
Employers within this sub-sector said ABET classes are run daily after hours with courses at levels one to 
four and workers being paid half of the straight hourly rate. Payment is guided by the existing NBF 
agreement for the industry. Assessment is formal and is done through an Independent Examination Board 
exam. Some companies give workers a cheque on completion of the training, while others pay workers on 
an on-going basis for attending the classes. Regardless of these incentives, the dropout rate is still high 
(50%) despite great initial interest in ABET.  By carrying out counselling and assessments on placement at 
the various ABET levels, some companies have found that the pass rates have moved up, even though the 
drop-out rates have not shifted substantially. 
 
Some employers arranged for classes on Saturdays to take account of the problem of fatigue and ensure 
that the core business is not disrupted. Some employers have also introduced a CD-Rom package to teach 
ABET, but the problems remain. Employers are adamant that ABET cannot be provided during working 
hours. They also feel that putting training “pools” together will not be possible as it would be too 
expensive.  
 
Employers generally felt that to address the motivation problem and improve the success rate of ABET, a 
combined motivational campaign between unions and employers is needed.  In addition, companies need 
money if classes are to be run on Saturdays, as workers need to be paid time and a half. 
 
 
Auto sub-sector worker views 
 
Workers within this sub-sector indicated that they are nowhere near reaching the three-year agreement 
target that by the year 2000, all employees would have ABET equivalent to NQF Level 1.  While they 
recognised that ABET is being offered after hours, they raised several problems that interfere with 
workers‟ motivation to attend the classes. 
 
Since ABET is paid at half of the straight hourly rate, workers will opt to work overtime even if it 
conflicts with ABET classes because they will get paid for all hours worked.  ABET has been a problem 
for women workers because they cannot cope between their own duties and working their shifts.  Linked 
to this, transport is often a problem. In addition, ABET has been a problem for older workers.  The 
average period of service  within the industry is 20 years, and some older workers “don‟t want to be seen 
to be doing what their kids do”.  In some cases, older workers feel that by the time they receive their 
qualification they will have retired and therefore the incentive to learn is gone.  In many cases, the 
language used in ABET classes is not user-friendly and this compounds the problem.  Lastly, one main 
disincentive to workers is that participating in ABET has no immediate remuneration and is thus 
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discouraging regardless of the fact that workers recognise that remuneration would come later. As one 
worker put it, “Why stay for ABET while I can go home and take care of my children?”. 
 
In addition to raising issues linked to time of provision and remuneration, some workers also indicated 
that the lack of a common approach to ABET provision in the industry demotivates workers.  According 
to some workers, the lack of agreement on standards of provision and the use of multiple service providers 
across companies does not ensure that workers within the industry as a whole achieve the same outcomes.  
In the words of one worker, “companies use different service providers to provide ABET and the 
standards are too high for workers to cope with”.  Adding to this, another worker argued that “one 
programme is different from another in another company…We need to find a programme that will lead us 
to the same product.  Some [providers] do the straightforward teaching style and workers shy out.  Some 
do it differently and this leads to differing output in one industry”. 
 
Metal & Engineering sub-sector employer views 
 
In this industry employers felt that ABET has been “a big failure” - drop out rates are high despite initial 
interest. Workers fail to see the reward for it especially when it is done in their own time. Many 
companies have stopped offering ABET because of the lack of interest. Management believes that unions 
are pushing ABET “for ideological reasons” although workers are not interested, and as a result some 
companies are considering early retirement for “illiterate and uneducable workers” and starting with 
younger and better-educated recruits. 
 
Metal & Engineering sub-sector worker views 
 
Workers recognised that ABET has been unsuccessful because it has to be done after hours, sometimes 
away from the work place (more time-consuming and expensive to travel), without accreditation, and with 
poor attitude of service providers (who regard it as a second-rate task).  ABET materials need to be 
relevant to work conditions, and more importantly, training needs to be linked to a career path.   
 
Motor sub-sector employer views 
 
Generally employers in the motor industry also felt that MITB-sponsored ABET programmes have 
received “poor responses”; however, they put forward different reasons for this.  Because classes are held 
after hours, some employers indicated that many workers experience transport problems, that they “have 
long queues to get home” and therefore “it is very harsh for workers”.  Others emphasised that there is no 
culture of learning within the motor industry which makes it difficult to implement a culture of rewards. 
Some employers felt that many workers are used to doing a specific job and are not interested in ABET, 
particularly older workers.  In contrast, a few employers admitted that due to the rise in costs and the need 
to stay competitive, “what suffers are soft issues and teaching people how to read and write”.  
 
ABET programmes have been run at various times by companies themselves and at other times have been 
outsourced. Employers generally felt that if they outsource ABET provision instead of doing it 
themselves, it usually does not work.  One employer gave an account of his company‟s success story with 
in-house ABET provision, where 20 women with Zulu language skills have been multi-skilled to provide 
one-on-one training during working hours for 2 hours each day.  In the words of the employer, “it has 
been very successful. Workers can now read their work instructions”. He attributed the success of their 
programme mainly to the fact that it is part of career pathing, where workers can progress “from being 
illiterate to an S4 in Mechanical Engineering and then go through production training, materials handling 
or higher diplomas”.  Without taking away the merit of linking ABET to career pathing, this ABET 
training is also being provided during working hours and in a language that workers can understand.  
However, as this employer recognised, “it has cost big bucks and has come out of the HR budget”.  
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In addition to one-on-training, one employer indicated that his company has just introduced a CD-Rom 
package, with a workbook to do ABET training.  It is currently in the pilot phase.   
 
Motor sub-sector worker views 
 
Workers indicated that the provision of ABET varies substantially from region to region.  For instance, 
they indicated that in Gauteng and KwaZulu-Natal, ABET seems to be running smoothly. However in the 
Eastern Cape, there is no ABET training.  In addition to regional variations, workers pointed out that 
ABET provision differs according to the size of employers, as big corporations tend to have their own 
ABET provision schemes, while smaller businesses struggle to engage in this kind of training.   
 
Similarly to workers in other sub-sectors, workers within this sector recognised that providing ABET 
classes after hours, rather than during working hours, presents a problem.  There was general agreement 
amongst workers that people need to be encouraged to do ABET training and pointed to the current role of 
the unions in trying to encourage workers. They emphasised that ABET should be prioritised, should be 
provided during working hours and that employers should recognise that “even if workers lose two hours 
of work, management will gain with the improvement in productivity”.  
 
New Tyre sub-sector employer views 
 
Employers within this sub-sector indicated that ABET classes take place per the 3-year agreement in the 
industry, are paid at half of the straight hourly rate and take place after hours, either prior to or after 
normal shifts.  Some employers indicated that they went through an RPL process and put workers on 
ABET training.  Initially, there was an influx of people attending ABET classes.  However, out of 110 
people who started ABET within one company, only 30 were doing ABET after 3 months. Employers 
gave several reasons for the high drop out rates.  For instance, according to some employers, some 
workers realised that this training was not a one-off workshop and that there was actual work or 
homework to be done. Others pointed to the age profile of workers in the plants, and particularly to older 
workers who have been doing the same job for many years and do not feel the incentive to change what 
they are doing or to sit in the same classroom with very young workers.  Despite attempts in some plants 
to introduce CD-Rom packages for ABET training to address the latter, employers indicated that it has 
been difficult to retain worker motivation.  
 
In addition to the above, employers recognised that a significant reason for the current lack of motivation 
amongst workers to engage in ABET training might be that ABET training is not presently linked to the 
career path made possible by the production training model.  Once the training model is implemented, the 
link to the centrality of ABET will be made to workers, when ABET becomes a vital component to 
progress up the skills levels and hence a condition of employment.  Employers generally felt that by 
providing this link, rather than adding extra teachers as a short-term solution, workers will have an added 
incentive to embark on ABET training.  At present, the industry is engaged in a major drive to push 
ABET, as it constitutes part of the 3-year agreement to have the entire workforce at Std. 7 level by the end 
of 2002.  
 
New Tyre sub-sector worker views 
 
Workers within this sub-sector concurred that ABET classes are provided after hours and paid at half-rate.  
While workers recognised the importance of ABET, they pointed to the difficulty that management has in 
releasing workers to engage in ABET training during working hours.  They argued that the provision of 
ABET after working hours poses serious problems to workers who have to wake up early in the morning 
to start a 6 o‟clock in the morning shift, work until 4:00pm, and then attend ABET classes.  As one worker 
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put it, “it is difficult to absorb”.  In cases where ABET is provided during working hours, workers still 
drop out because they have to work over-time after attending ABET classes to make up for the lost time. 
Furthermore, they pointed out that the numeracy training received through ABET often does not meet 
workplace needs.  In addition, a few workers indicated that in some companies ABET is only being 
provided up to Std.5.  As one worker indicated, “there are no books for Stds. 6 and 7.  The company 
advertises positions for someone with Std. 8 to 10 and ABET trainees in the company do not qualify. This 
is a disincentive”.  Lastly, and similar to workers in other sub-sectors, workers within this sub-sector 
pointed to the lack of remuneration incentive given to workers to attend ABET classes.   
 
Plastics sub-sector employer views 
 
In the Plastics sub-sector employers stated that their companies had tried ABET many times without much 
success. They felt it is used by workers as a “bargaining tool” to push up wages. They felt that the demand 
for ABET would taper off as compulsory schooling provision took effect. They also pointed out that 
unemployment and ABET are not necessarily linked as many unemployed people have matric and do not 
“mind being a sweeper”. 
 
Production-related training, etc. 
 
Areas identified as production related training include health and safety, quality, employer-employee 
relationships and some technical skills. In the main, participation is voluntary. The courses are ongoing 
and sometimes are not formally accredited, except when they are linked to production training models (as 
in the case of the Auto sub-sector, for instance). In some companies “paid training” is conducted for one 
hour after work. Employers feel that training is hampered by workers‟ lack of interest unless there are 
immediate benefits in salary or formal accreditation. However employers indicated that workers are 
interested in learning how things work and the impact of their activities. They do not want to be “reduced 
to pushing buttons”. But in general they feel that abstract knowledge is not useful and that all training 
should be linked to concrete tasks and features of work. 
 
Auto sub-sector 
 
Employer views 
 
Within this sub-sector, companies are providing eight modules of training in series with computer-based 
assessment as part of their production-training model
73
. This training is ongoing and workers usually do it 
in their own time, as many of the modules have been converted into self-study modules.  Once they study, 
workers come in and do their test and receive a credit for completing a particular module.  In some 
companies, computer-based assessment centres have been created so that workers can find out test results 
immediately.  This seems to have improved the participation rate but not the pass rates. Upon completion, 
workers can move on and start with a new module.  In some instances, where there have been work 
stoppages, modular training takes place during working hours in order to use up the time.  
 
Employers attribute the dwindling pass rate to low levels of literacy. Employers are tracking workers who 
participate in this training very carefully in order to see who is not passing.  They are generally finding out 
that the problem is lack of ABET. In one company, employers do not allow workers who do not have at 
least an ABET Level 2 to start training on the modules “because they don‟t cope with our models...” Other 
problems identified by the employers were similar to those identified in relation to ABET classes - after 
hours classes, transport problems and finance. 
                                                     
73
 For more information on this training model and the contents of the eight core modules, please refer to Page 92 of 
this chapter.  
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Worker views 
 
Workers within this sub-sector agreed that production-related training takes place as part of an 8-module 
programme.  Workers are meant to study modules that deal with health, safety and quality and take written 
tests.  Most workers seem to pass these tests.  For the most part, the modules involve theoretical learning 
and some complained that one of the main problems is that “we put theory learned into practice at a much 
later stage”. 
 
In addition, like employers, workers recognised that progression through core module training is linked to 
ABET.  As one worker put it, “if you do core training only, you can‟t move because of your lack of 
ABET”.  For this reason, they stated once again that ABET should be offered during working hours. 
 
Areas of agreement 
 
Both employers and workers recognised that production-related training regarding health & safety and 
quality takes place as part of the 8-core module training model agreed to by the parties.  Moreover, both 
parties agree that success through core module training hinges on workers‟ having the necessary ABE 
training.  The main concern for workers is that this training is biased towards theoretical learning and 
hence does not allow them to test in practical terms the information learnt.  
 
Motor sub-sector 
 
Employer views 
 
Employers indicated that health & safety, as well as training on quality, take place, mostly in-house.  It is 
not formally accredited.  Due to the need to reduce costs, in many cases, there are no quality or health and 
safety specialists but rather HR people who are generalists and can provide training on these issues.   
 
Employers also felt that workers need to understand business principles, otherwise, it becomes very 
difficult to uphold quality principles, which are crucial when competing in international markets.   
 
Worker views 
 
Workers indicated that health and safety training takes place because companies are audited regularly.  
However, training courses are not upgraded constantly, are not accredited and do not include medical 
training.  Workers felt that health and safety concerns should not only concern accidents but also include 
the effects of inhaling fumes and gases, for instance while painting.   
 
Areas of agreement 
 
Both employers and workers agree that health & safety and quality training takes place but that it is not 
formally accredited.  However, workers feel that health & safety training should also involve medical 
training to deal not only with accidents but also with problems arising from inhalation of noxious fumes.  
 
 
New Tyre sub-sector  
 
Employer views 
 
In New Tyre sub-sector training on health and safety and quality is provided in-house, during working 
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hours, and learners are reassessed, retrained and updated.  They feel that the programme is generally very 
successful. Since in this industry people work with dangerous machines, the requirement to give health 
and safety training is absolutely essential. In addition, since companies within this industry have an ISO 
9000 rating, they are audited on a regular basis.  Similarly, in terms of quality, companies are subject to 
OE audits. 
 
According to employers, one of the problems is that at present, workers get trained, but other than for the 
job requirements for which they are certified, the others are general courses that they attend. Currently, 
there is no real accreditation to show that the person has reached a certain level of competency.  After the 
training, workers simply go back to the workplace.  Employers indicated that this will change once these 
courses become part of the core modules, and workers are assessed and given recognition.   
 
Worker views 
 
Workers acknowledged that health and safety training is provided every two years but only for safety 
representatives.  One of the problems is that this training is not given to workers; they only receive 
training on quality due to employers‟ “quest for quality”. Even with the training on quality, workers 
complained that tyre inspectors „do not know the defects of tyres by their names, hence tyres come out 
with defects”. Linked to this, workers indicated that they get directives from too many people, such as 
technical people and people from the production department, who have different views.  In some cases, 
workers indicated that management “blames workers when [workers themselves] don‟t want to use 
defective materials because they don‟t want to wait for other stock”.  Part of the problem seems to arise 
from the fact that generally workers feel that quality training is done through disciplining or force and 
hence does not ensure workers‟ cooperation.  As one worker put it, “workers are not saying no to quality. 
Workers would not deliberately produce scrap tyres because they know that they will be retrenched”. 
 
In terms of health and safety training, workers were of the opinion that health training should be provided 
to all workers and not just safety representatives in order to reduce the rate of injuries.  Furthermore, they 
indicated that if management spent more money on making workers aware of health and safety issues, 
productivity could be improved. 
 
Areas of agreement 
 
Both employers and workers agreed that both health & safety and quality training take place.  Main 
disagreements from workers revolve around the limited provision of health & safety training to safety 
representatives, the seemingly inadequate knowledge of quality specialists, and the manner in which 
workers are being taught quality training.  
 
Plastics sub-sector employer views 
 
In the Plastics sub-sector safety is a major focus and groups of workers are regularly inducted and re-
inducted on safety. The success of the training is measured in relation to companies‟ safety records. 
Quality training courses are run after hours as are courses on a range of areas such as driver training, fork-
lift training and First Aid training. Certificates are issued.  
 
Metals & Engineering sub-sector  
 
Employer views 
 
Employers indicated that some training is provided on health and safety issues, however the focus is on 
core business of the company, while “all other things are luxury”.  In small companies, this kind of 
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training is often bypassed. 
 
Worker views 
 
Workers concurred that big companies provide limited training on health and safety issues but usually 
only during induction.  Small companies often do not provide such training. 
 
Areas of agreement 
 
Both parties agreed that training on health & safety issues is generally limited and that it is almost non-
existent in small companies.  
 
  
Broader training 
 
Employer views 
 
Employers in each of the sub-sectors, except Plastics, indicated that broader training was treated as 
awareness raising programmes rather than formal structured learning.  In the Metal & Engineering sub-
sector, there is some awareness raising in terms of HIV/Aids, but the focus is on the core business of the 
company.  Workers within this sub-sector concurred that there is a very limited provision of HIV/Aids 
awareness and that no attempt has been made to provide general knowledge.  
 
Where broader training does take place it covers topics or areas such as HIV/Aids, environment, and 
broad life skills (including personal budgeting and assistance to people in debt). In relation to HIV/Aids, 
employers said that their companies use a variety of methods to raise awareness, ranging from putting 
articles on notice-boards, providing condoms, engaging in industrial theatre and role playing, having peer 
educators and calling on medical assistants from the Health Department to assist.  While this might be the 
case, workers generally felt that employers run away from their social responsibility and only provide 
HIV/Aids awareness sporadically.  In some cases, despite the fact that employers indicated that they 
provide awareness on this issue, workers did not seem to be aware of it. 
 
Many companies have undertaken life-skills training on an “ad hoc basis”. The courses are run during 
lunch or tea breaks and companies employ a range of methods, including board games and videos. While 
many workers in different sub-sectors acknowledged that this training has taken place, they were 
concerned that this training is often reactive rather than proactive.  In other words, it has often been 
provided only after workers have faced problems with micro-lenders or with budgeting, for instance.  
 
Employers identified the lack of assessment and accreditation as a major problem. However they 
cautioned against the use of assessment in training activities that focused on highly personal issues such as 
HIV/Aids.  
 
New Tyre sub-sector 
Employers indicated that awareness raising and life-skills training does take place.  Issues examined 
include HIV/Aids, insurance policies, budgeting, money lending and broad financial life-skills.  Some of 
these issues are taught through general courses, while others, such as HIV/Aids awareness, take the form 
of collective events at canteens where video tapes are used to convey particular messages.  HIV/Aids 
awareness is done in local languages, using demonstrations, and in some cases companies have brought in 
peer educators who engage in role-plays. 
 
Life-skills training is part of ABET training.  In some cases, 20 people are selected to go on a general two-
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day course. Once those 20 return, they go back to work and a next set of 20 workers is selected.  Through 
this process, the entire industry receives this training.  In addition to HIV/Aids awareness and financial 
life skills, environmental awareness also takes place as this forms part of the ISO code.   
 
Employers pointed out that one of the weaknesses of this training is that competency is not assessed. In 
other words, it is difficult to assess whether a person has taken in what was said.  Employers rely on 
repetitiveness to get messages across.  While employers agreed that much of this is not training, but 
“general information” given to workers, they were concerned about the implications of HIV/Aids for 
industry.  They recognised that unless they get involved as employers, they will have a problem down the 
line with training, as well as retaining the workforce.  They also indicated that an important way of 
ensuring that workers take the issue of HIV/Aids seriously would involve national government initiatives.  
 
Auto sub-sector 
Employers within this sub-sector indicated that HIV/Aids awareness campaigns are done on ad hoc basis, 
by using industrial theatre or giving out literature on various topics. Some companies engage in life-skills 
training, although not formally, and address issues such as opening bank accounts and dealing with micro-
lenders.  In some plants, where there is closed circuit TV, videos on the above issues are run on an 
ongoing basis. 
  
Plastics sub-sector 
In Plastics, employers said that they do not run courses on broader issues such as life skills as their main 
focus is on issues that affect the workplace directly, including issues such as the BCEA.  However, 
broader training is being considered at present and life-skills training is considered to be a priority. 
 
Motor sub-sector 
Employers agreed that HIV/Aids training does take place but it is not structured in any formal way.  Big 
companies often rely on in-house training through the use of service providers. However, these companies 
do not have properly accredited service providers; many of them do not have a reputation and end up 
being “fly-by-night” operators.  One employer mentioned that in his company, all workers are given a 15 
minute break, where they are brought together with a representative from a local clinic to talk about 
prevention, provide free condoms, free testing on a confidential basis, as well as pamphlets.  
 
Financial life-skills training is also provided in many companies.  One employer has relied on the use of a 
board game, like Monopoly but with a dealership, where not much reading and writing is involved to 
teach budgeting skills.  When they play the game, participants are told that they have been given a loan 
from the bank and they have to buy certain car models, pay salaries, etc. This helps workers to understand 
the principles of budgeting.  Another employer indicated that in their company they have done courses on 
the environment, personal budgeting, and assistance to people in serious debt.  After doing these courses, 
they have had a lot of buy-in from workers.  As the employer put it, “now [workers] are asking for more 
and when the next course will be”.  
 
In addition to HIV/Aids awareness, courses on the environment are high on the agenda as now many 
companies are linked to international standards.   
 
Worker views 
 
Workers felt that often employers run away from the social responsibility of providing this kind of 
training and that “awareness is only given when workers are in deep troubles” (Auto).  In the case of small 
employers, this kind of training is virtually non-existent. There is no attempt to provide general knowledge 
and education.  Workers indicated that it has often been the unions, particularly NUMSA, which have 
organised workshops on HIV/Aids and micro-lending.  Some workers pointed out, particularly in terms of 
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HIV/Aids, that “this will backfire because if workers get infected, the company will not be productive”.  
Some workers said that they had “suggested training and the supply of condoms but managers did not 
care” (New Tyre).  With regards to micro-lending, some workers pointed out that “there is high 
absenteeism because people have a problem with money. Employers should teach workers how to budget” 
(Auto).  However, in the quest to cut costs, this kind of training usually suffers. 
 
White collar training 
 
Employers pointed out that there has been a general shift towards competency based training rather than 
time based training. 
 
 
New Tyre sub-sector  
 
Employer views 
 
Employers indicated that a great need for training intervention exists at the first line supervision level.  
They mentioned that cases exist where historically people at this level were appointed based on years of 
service.  This in turn, leaves different skills lacking such as negotiation, industrial relations and 
communication skills.  In addition, some employers have found that numeracy ability at management level 
has often been left behind.   
 
In general, employers indicated that the industry‟s focus is on training in managerial skills and changing 
technologies used in various organisational processes, including administrative systems. Employers 
identified a number of areas of focus in management training programmes, including:  diversity training as 
the company operates globally and employs people from different parts of the world at management and 
other levels. Employers are also expected to understand employment equity in order to meet new policy 
requirements in South Africa. Another area of focus is organisational development - one of the employers 
used the analogy with multi-skilling for workers: “employers have to be continuously kept abreast of 
developments, just like workers under the concept of multi-skilling”.  
 
Worker views 
 
Workers within this sub-sector pointed to the lack of communication and inter-personal skills of most 
managers.  In addition, like the employers, they indicated that some of them also lack literacy and 
numeracy skills. Furthermore, they raised concerns about people being promoted to managerial positions 
without having the necessary education or training.  As one worker put it, “managers talk about 
productivity, but they don‟t understand it themselves. They need training”. 
 
Areas of agreement 
 
Both employers and workers generally agreed that management lacks communication and inter-personal 
skills.  Moreover, both parties agree that even some members of management lack the necessary education 
to be in those positions.   
 
 
Auto sub-sector  
 
Employer views 
 
Employers indicated that all companies have formal programmes that target the functions of staff and 
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management. In the case of managing supervisors, programmes specifically target their ability to deal with 
people.  Programmes are very comprehensive, internationally accredited and competency-based.  Some 
companies conduct this training internally, while others do so externally.  
 
Employers recognised that there might be a few people within the industry who do not have interactive 
skills. However, by and large, most people in supervisory and management positions have had fair 
interpersonal skills training. While training on communication skills has taken place, it is the attitude 
between management and unions that needs to shift.  Employers recognised the need to build trust with 
the unions in order to be able to work together. As one employer recognised this, “we can sit for hours 
together [with the unions], but cannot reach agreement if the relationship is wrong”.  Similarly, another 
employer recognised that this goes beyond training.  In his own words, “until there is common purpose, 
we can train until the cows come home”.  Unfortunately, however, employers recognised that relationships 
and attitudes are way beyond legislation. 
 
Worker views 
 
Workers within this sub-sector were also concerned that managers are not placed in those positions 
according to their skills.  There was general agreement amongst workers that managers do not have the 
proper skills required in terms of communication and inter-personal skills. 
 
Workers recognised that white-collar workers have access to a series of training programmes including 
life skills, stress management and IT which are mostly provided during working hours.   
 
Areas of agreement 
 
Both parties recognised that at least some managers lack proper communication and inter-personal skills. 
It is possible that the lack of proper communication skills highlighted by workers might be linked to 
broader attitude problems that employers also stressed.  Nonetheless, despite the fact that employers 
indicated that managerial staff receive comprehensive training, workers were not convinced that managers 
are appointed to those positions based on their skills. 
 
Plastics sub-sector employer views 
 
Employers within this sub-sector did not have a unified view on training provision for managers.  Some 
indicated that they focus much more on technical training and computer skills than human relations 
training.  In contrast, others indicated that they have moved in the opposite direction.  In other words, a 
greater focus has been placed on inter-personal skills to improve working relationships. 
 
Metal & Engineering sub-sector  
 
Employer views 
 
Employers identified first line supervision as a priority category for training - people in these positions 
frequently enter into conflicts with operators, cannot work in teams and do not understand “the big 
picture”. They also felt that stronger support structures are needed to coach lower level employers. In 
general their feeling is that training without mentoring is not effective.  
 
Worker views 
 
Workers recognised the differences in training provision between managers and shop floor workers but 
mostly pointed to the lack of communication and inter-personal skills amongst management.  
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Areas of agreement 
 
Both parties were of the view that management personnel lack communication and inter-personal skills.  
While employers pointed to first line supervisors as the key personnel lacking these skills, workers applied 
their comments to management personnel more broadly.  
 
Motor sub-sector  
 
Employer views 
 
Employers in the Motor sub-sector said that progression used to be based on academic qualifications and 
years of service. Now, in response to greater market orientation, big corporations are tying employers‟ 
contracts with market related performance criteria. As a result, training for employers is moving away 
from academic, theory based programmes to those which prepare employers for practice and a greater 
focus on performance. They spoke positively about in-house programmes run by multi-national companies 
which have been designed for their internal staff. They felt that a lack of such specially designed 
programmes and facilities create serious shortcomings in management training. One of the employers in 
the group emphasised the importance of IR/HR skills development among employers to reduce the 
number of complaints that are referred to the HR office. In his view, many employers have the “hard” 
technical skills required for the job and need in addition the “softer” skills such as “people management”. 
In his company therefore there is a focus on three elements: IR/HR skills for first line managers, 
mentoring, leading teams and performance, and performance management of people with regular 
performance assessment during the year. However, the company has scaled down tuition assistance for B-
tech degrees from 100% to 50%, particularly in cases where the programme is not company specific.  
 
Worker views 
 
Workers within this sector pointed to the lack of inter-personal skills training amongst managers.  As one 
worker put it, “ it is hard to get productivity from the workers when managers don‟t know how to relate”.  
At the same time, one worker pointed out that a significant percentage of the motor industry is composed 
of petrol station owners where none of this training applies.  In the retail industry, however, managers get 
seminars on stress management, conflict management, usually paid for, which are very different from 
workshops at shop floor level.  
 
Areas of agreement 
 
As in previous cases, both employers and workers agreed that managers generally lack the necessary inter-
personal skills to relate to workers.   
 
 
A brief look at sub-sector initiatives to align education and training to the Skills 
Development Act 
 
With the coming into force of the Skills Development Act, many of the sub-sectors that fall within the 
MERSETA have taken steps towards aligning their education and training programmes with the Act.  As 
the following section will show, some sub-sectors have succeeded in drafting formal RPL policies and 
procedures, while others are in the process of registering standards with SAQA and training assessors. 
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New Tyre sub-sector 
 
This sub-sector has not only identified unit standards, but has also registered them with SAQA.   
 
Unit Standards 
 
The New Tyre Bargaining Council Agreement of 1995 has two key elements namely: 
(a) An agreement on a new skills based grading structure; and 
(b) An agreement on education and training to support changes to work organisation, with the 
following objectives: 
i. Creating a highly skilled and educated workforce which will support the manufacture of high 
quality, affordable tyres for the domestic and international markets; 
ii. Creating a more healthy, satisfying and rewarding work environment; 
iii. Creating a new structure allowing the opportunity for an integrated career path with appropriate 
education, training and experience for those participating in the new structure.  Such a structure 
must be seen as part of a new integrated national education and training system. 
iv. Facilitating flexible work organisation to meet the individual manufacturers and workforce 
needs. 
  Bargaining Council Agreement 1995   
 
Thereafter, an education and training sub-committee was established with the following terms of 
reference: 
 To constitute the New Tyre Manufacturing Education and Training Board (NTMIETB); 
 To develop training standards and a credit structure for the industry; 
 To develop modules based on the new tyre industry standards; 
 To develop RPL / assessment policy; and 
 Develop criteria and guidelines for awareness raising within the New Tyre industry. 
 
The New Tyre industry sub-committee started their brief by dividing the industry into the following 
common functional processes - referred to as streams.  
 
Manufacturing Engineering 
Mixing Mechanical 
Extrusion Electrical 
Calendering Mill wright 
Preparatory Instrumentation 
Tyre building Electronics 
Curing  
Final finish  
Conveyor belts  
Transmission belts  
Material handling  
Pre-cure treads  
Tubes  
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The boxes below show the steps that display how the 20 New Tyre industry qualifications and unit 
standards evolved: 
STEP.1 
STREAM DEVELOPMENT 
 DIVIDED INDUSTRY 
INTO COMMON 
FUNCTIONAL 
PROCESSES. 
MANUFACTURING 
1. MIXING 
2. EXTRUSION 
3. CALENDERING 
4. PREPARATORY 
5. TYRE BUILDING 
6. CURING 
7. FINAL FINISH 
8. CONVEYOR BELTS 
9. V-BELTS 
10. MATERIAL 
HANDLING 
11. PRECURE TREADS 
12. TUBES 
ENGINEERING 
1. MECHANICAL 
2. ELECTRICAL 
3. MILL WRIGHT 
4. INSTRUMENTATION 
5. ELECTRONICS 
STEP.2 
MODEL DEVELOPMENT 
CONSISTS OF 3 LEGS 
- CORE  
- FUNDAMENTAL 
- SPECIALISATION OR 
ELECTIVE  
 
7 DEVELOPMENT LEVELS / 
PAY LEVELS. 
 
PROGRESSION BASED ON 
COMPETENCE IN ALL 3 
LEGS AT EACH 
DEVELOPMENT LEVEL. 
 
PROGRESSION BASED ON 
CREDIT ACCUMULATION 
PER QUALIFICATION. 
 
CREDITS BASED ON 
NOMINAL TRAINING 
TIME. 
STEP.3 
UNIT STANDARDS 
IDENTIFIED COMMON 
FUNCTIONS IN STREAMS. 
 
DEVELOPED UNIT 
STANDARDS WITH 
SPECIFIC OUTCOMES 
WHICH INVOLVE SPECIFIC 
SKILLS AND KNOWLEDGE 
CRITERIA FOR EACH 
FUNCTION. 
 
 
MANUFACTURING 
TOTAL =126 UNIT STD’S 
STEP.4 
QUALIFICATION 
DEVELOPMENT 
 
COMBINED UNITS 
STANDARDS INTO A 
COMBINATION WHICH 
PROVIDES LEARNERS WITH 
APPLIED COMPETENCE 
LINKED TO SKILL LEVEL AS 
PER SAQA. 
 
TOTAL QUALIFICATIONS=20 
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By following the above sequence, the New Tyre industry arrived at the following 20 qualifications:  
 
1.   Mixing-control room 11.   Curing-truck 
2.   Mixing-laboratory 12.   Curing-earthmover 
3.   Extrusion 13.   Final finish-passenger 
4.   Calendering-rubber 14.   Final finish-truck 
5.   Calendering-steel 15.   Conveyor belts 
6.   Preparatory 16.   Material handling-stores 
7.   Tyre building-passenger 17.   Material handling-adjusting tyres 
8.   Tyre building-truck 18.   Precure treads 
9.   Tyre building-earthmover 19.   Transmission belts 
10. Curing-passenger 20.   Tubes 
 
Recognition of Prior Learning  
 
Even though other sub-sectors have engaged in recognition of prior learning activities, this sub-sector is 
the only one at present which has a formal RPL policy, which was adopted by the New Tyre 
Manufacturing Industry Education and Training Board (N.T.M.I.E.T.B) in 1999.  While assessments have 
not been carried out yet, the sub-sector is getting ready to pilot this policy and the relevant trained 
assessors in early November.   
 
The main purposes of this policy are: 
 To recognise skills focus for both employees and employers 
 To provide recognition for meeting the approved unit standard and the allocation of appropriate 
credits for the purpose of obtaining qualification 
 To promote life long learning by identifying learning gaps 
 To give access to education and training 
 To give access to jobs and career path opportunities 
 To give credit for learning acquired where it meets the agreed-to, unit standard 
 To facilitate development of training and recruitment requirements to meet specific needs. 
 
According to this policy, assessment committees are to be established at each of the plants, consisting of 3 
employer representatives and 3 employee representatives.  In assessing competence, evidence must relate 
to the specific outcomes, specified for the unit or units for which RPL is claimed.   
 
Auto Sub-sector 
 
Training within the Auto sub-sector is conducted based on a structured training programme that consists 
of education, core and technical & specialisation requirements.  Currently, workers who complete Skills 
Level 4 (see Section below), are issued with an Automotive Manufacturing Industry Certificate.  This 
qualification has been submitted to SAQA. Education and training are guided by Section D of the 
Composite Agreement on Wages and Conditions of Employment Applicable to all Hourly Paid Employees 
in the Automobile Manufacturing Industry, existing between the 7 manufacturing employers, and trade 
unions NUMSA and SAWU.  
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Important sections of the Composite Agreement
74
  
The composite agreement recognises that both trade unions and employers have a central role to play in 
human resource development.  In that agreement, it is stated that “the focus of education and training shall 
be the development of broad generic skills which will provide the foundation for flexible working 
arrangements rather than narrow task based training”, and it is recognised that “competency in core skill 
areas such as communications and mathematics are an essential prerequisite for effective work 
organisation and technical skill formation”. 
 
Scope of training 
 
The agreement indicates that training should: 
 
 be linked to programmes for economic transformation and industrial restructuring with specific 
application to the Automobile Manufacturing Industry; 
 be continuously updated to meet the needs of the changing economy;  
 be linked to clearly defined industry career paths. Courses should move from broad generic skills 
to specialisation, while retaining the need for flexibility and taking into account individuals‟ 
abilities and aptitudes; 
 be modular and competency based within an industry framework; and  
 provide portable skills recognised according to industry-wide standards, while providing 
particular workplace skills to lay the basis for further development. 
 
Employment Equity 
 
The agreement states that “the industry will address the effects of past discrimination (racial or gender), 
including where poor general education acts as an obstacle to skill development, through affirmative 
action plans where the need is identified.” 
 
ABET 
 
The parties to the agreement recognise that ABE needs to be conducted as long as it allows for: Trade 
union involvement in all aspects of ABE, courses to take learners to nationally recognised standards, and 
companies to provide facilities and support programmes for training. Furthermore, it states that “each 
employer commits to the necessary investment in adult basic education required to raise the literacy and 
numeracy level of education of its workforce to a minimum of the General Education Certificate 
(equivalent to Grade 9 NQF) by the year 2000.” As part of this commitment it is stated that an evaluator 
would be appointed to conduct an evaluation in each of the manufacturing plants during the year 2000. 
 
Training and payment 
 
The agreement states that “[e]mployees who attend AMIETB approved training and education 
programmes will receive their normal rate of pay for the duration of such training”.  However, core 
training is expected to take place in an employee‟s own time.  Similarly, unless otherwise agreed at plant 
level, ABE is also expected to occur in the employee‟s own time and half of the time to be remunerated at 
straight time rates. 
 
                                                     
74
 The following sub-sectors have been taken from Section D of the Composite Agreement on Wages and Conditions 
of Employment Applicable to all Hourly Paid Employees in the Automobile Manufacturing Industry (Pretoria: 29 
May 2000). 
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Skills structure and progression 
 
The agreement states that “no employee will fail in the realisation of career potential for lack of access to 
adequate education and training, provided, however, that the employee is interested, willing and capable 
of being trained”.  It is envisaged that the skills structure will thus “provide an achievable and attainable 
training goal and hence act as an attraction to stay in the industry”. 
 
The agreement states that progression of employees through Skills Level 1 to 4 will be based upon 
AMIETB Certified competencies at each skill level.  However, progression beyond Level 4 is “is 
dependent on the existence of a vacancy and operational needs and will further be based on demonstrated 
competencies”.  Moreover, “wage increases will not be granted in recognition of partial completion of 
education, knowledge and/or skills requirements associated with any Skill Level.”  To be recognised as a 
Skills Level 5 employee and remunerated accordingly, an employee must have fulfilled all necessary 
requirements (education, core and specialisation) and a vacancy must be available for her/him to fill.  
 
Skills Levels 
 
There are seven skills levels within the automobile manufacturing industry which aim to link training to 
industry career paths.  Each skill level is expected to have an AMIETB recognised qualification which 
consists of education, core and specialisation modules.  
 
 Level 1: Entry level workers (who are in the process of induction and orientation); 
 Levels 2-3: “Semi-skilled” workers (namely workers who are in training, receiving structured 
training); 
 Level 4: Qualified Auto workers.  To be classified and certified as Auto workers, workers must 
have successfully completed all modules namely, (Education (ABET), Core modules, and 
technical & specialisation courses).  On completion of the requirements of Level 4, as well as 
ABET 4 in Maths, Literacy and Numeracy, workers are issued with an Automobile Manufacturing 
Industry Certificate (AMIC) which is recognised industry-wide; 
 Level 5: Qualified Basic Artisans. These are artisans who fall outside of the industry‟s 8 trades 
designated to be common within the Auto industry. It does not involve mainstream manufacturing 
activities, but rather service and maintenance ones; 
 Level 6: Qualified Designated artisans.  These are artisans who fall within the industry‟s 8 
designated trades (for instance, electricians, fitters, turners, tool-makers, and higher level trades 
used in the industry) 
 Level 7: Multi-skilled artisans /Technicians.  Workers at this level are supposed to be competent 
in 3 of the designated trades.  However, the exact standards for this level have been under debate 
for approximately 2 years; therefore, it has not been officially classified yet.  
 
At all levels, workers are meant to undergo structured training based on specific education, core and 
technical & specialisation modules according to the relevant skills level.  There is still discussion, 
however, on what the core modules should be for Levels 5-7.  To progress through the levels, workers 
must have a minimum of Std.7/Grade 9/ABET 4. 
 
Qualifications throughout the industry are based on standardised modules consisting of AMIETB-
recognised competency outcomes.  The eight core modules that form the compulsory component of each 
qualification level and that currently apply to Levels 1-4 are the following:  
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1. Module Title:  Occupational Health And Safety 
Code Topic       Hours  
C.1.1 Roles and Responsibilities    4  
C.1.2   Accident Investigation Reports    1   
C.1.3 Occupational Health and Safety Award    7   
C.1.4 Personal Protective Equipment    1  
C.1.5 Manual Handling     1   
C.1.6 Hazardous Materials     6   
C.1.7 General Signs and Codes    1   
C.1.8 Occupational Health Issues    8   
C.1.9 Workstation Evacuation Procedures   3   
       Total 32 Hours 
 
2. Module Title:  Employee/Employer Relations 
Code Topic      Hours  
C.2.1 Equal Opportunity (Affirmative Action)  1   
C.2.2 Career Development and the VIC  1  
C.2.3 Employers and Unions    1  
C.2.4 Management / Union Relationships  1  
C.2.5 Common Goals     1  
C.2.6 Awards and Conditions    1  
      Total 6 hours 
 
3. Module Title:  Communications 
Code Topic        Hours  
C.3.1  Communication Processes - Communication Models  1  
C.3.2 Communication Processes - Communications  
 In The Workplace      1  
C.3.3  Communication Processes - Influencing People   2  
C.3.4  Communication Processes - Non Verbal  
 Communications      1  
C.3.5  Giving & Receiving Instructions - Active  
 Listening Techniques      1  
C.3.6  Giving & Receiving Instructions - Giving  
 Information       1  
C.3.7  Giving & Receiving Instructions - Giving  
 Instructions & Feed Back     3  
C.3.8  Effective Listening Skills     2    
C.3.9  Written Communications - filling out forms   1  
        Total 13 hours 
 
4. Module Title:    Manufacturing Concepts 
Code Topic        Hours  
C.4.1 Company Production Processes     4  
C.4.2 Problem Solving Techniques     16  
C.4.3 Principles of the Elimination of Waste    1  
C.4.4 Elimination of waste - Continual Improvement      3  
C.4.5 Work Methods Improvement & Measurement   8  
        Total 32 hours 
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5. Module Title:    Materials Management 
Code Topic       Hours  
C.5.1 Materials Handling Processes - J.I.T.   1  
C.5.2 Materials Handling Processes - incoming,  
 outgoing material & stock minimisation     6  
       Total 7 hours 
 
6. Module Title: Team Work 
Code Topic        Hours  
C.6.1 Teams         1   
C.6.2  Characteristics of Effective Teams    2 
C.6.3  Team Communication Skills     8 
C.6.4  Goal setting       2 
C.6.5 Team Decision Making      4 
C.6.6 Overcoming Common Barriers for Team Effectiveness  2 
C.6.7 Assertiveness and Handling Conflict    8 
C.6.8  Basic Team Leadership      4 
C.6.9 Theory of self directed teams     3 
C.6.10 Measuring team effectiveness     3 
        Total 38 hours 
 
7. Module Title:   Understanding Our Business 
Code Topic      Hours  
C.7.1 Concept of the Vehicle Industry   1  
C.7.2 Industry Controls    2  
C.7.3 World Class Concepts    2  
C.7.4 Business Principles    2  
      Total 7 hours 
 
8. Module Title:    Quality Management 
Code Topic        Hours  
C.8.1 Total Quality Control- factors influencing quality   1  
C.8.2 Total Quality Control - key elements    2  
C.8.3 Total Quality Control - Measuring Quality   12  
        Total 15 hours 
 
At present, there is movement for workers from Levels 1 through 4.  Movement and progression to Levels 
5-7 is dependent upon a vacancy within the company, as well as completion of all necessary qualifications 
(namely, the respective Education, Core and technical & specialisation modules).  In other words, even if 
employees achieve the required qualifications to progress to Level 5, they will not be remunerated 
accordingly until there is a vacancy for a particular position within those levels.  
 
Parallel to Trade Levels 5-7, there is a Supervisory Level, which falls outside of the bargaining unit as it 
pertains to salaried staff. This level has acted as a conduit for workers to progress to higher levels from the 
AMIC level.  Workers can become team leaders at Level 5, supervisors at Levels 6-7 combined, while 
Level 8 represents the bottom end of management (namely, the Assistant Management Level).  A large of 
proportion of production workers seem to have moved into this level at the moment.  
 
Companies that do not have German parent counterparts have adopted the same model that exists for 
Trade Levels 1 through 4 for salaried staff at Levels 5 through 7. The model for salaried staff also has 
three legs, namely education, core and skills components designed with team leaders, supervisors, 
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assistant managers, and in collaboration with NUMSA at plant, rather than industry, level. 
 
Unlike other sub-sectors, the Auto sub-sector has a Work Security Fund, which is part of a collective 
bargaining agreement in the NBF.  The Fund is made up of employer contributions earmarked for training 
of people who leave the industry as a result of early retirement or hard retrenchments, for instance, and 
who do not have jobs.  
 
Recognition of Prior Learning 
 
The composite agreement states that “education and training programmes should include provision for the 
Recognition of Prior Learning, however or wherever, it was acquired, provided that the learning skills can 
be verified”. In addition, it affirms that “RPL of education and skill at the various levels of the 
classification structure will be evaluated and acknowledged in terms of the RPL models developed by the 
AMIETB”.  
 
While there is no formal policy of RPL, an RPL assessment was conducted across the industry in 1995-6.  
The assessment involved both education and skills levels.  Based on the RPL outcome, every employee 
was issued with a classification.  In cases where workers had particular skills but not the required level of 
education, they were recognised for their skills but asked to get on to the training programme in order to 
obtain the necessary education component to become certified at a particular skill level.  For the most part, 
the unions regarded this exercise as a failure as very few workers were able to move up based on the RPL 
process.  
 
Plastics Sub-sector  
 
The previous Plastics Industry Training Board was able to increase the numbers of black personnel trained 
from less than 500 in 1995 to over 3 000 in 1999.  The numbers surged after 1995, once “Operation 
Bootstrap” was put into place.  Operation Bootstrap was the PITB‟s programme for the training upliftment 
of production personnel.  It focused on the development of shopfloor-based skills programmes (involving 
structured learning at the workplace and providing key objectives in the form of practical skills and the 
related theoretical knowledge) which were different from course-driven models of the past.  These 
programmes allowed workers to participate in on-the-job programmes without having to go off to courses.   
 
Skills levels 
Approximately 14 700 people underwent some form of training during the eight years in which the PITB 
was active (1992-2000).  Of those learners, 2 300 qualified at Skills Level 1, 500 at Skills Level 2, 40 at 
Skills Level 3, and 57 gained the achievement of graduating as Plasticians.  The Plastician qualification 
has become the industry recognised standard with national recognition for people involved in all aspects 
of the conversion process, quality assurance, material preparation and product finishing, as well as being 
capable of troubleshooting, absorbing new technology, and also training people under him/her. The 
Plastician qualification has been lodged for approval with SAQA.  In addition, 15-20 assessors have been 
trained.  
 
The table below provides the career path that currently exists within the Plastics sub-sector.   
C A S E RESEARCH FOR MERSETA 
 
 
MERSETA Sector Skills Plan  90 
 
NQF  SKILL LEVEL 
8 
Higher National 
Diploma. Post-
graduate degree.  
4-year degree 
Production Director Plastics Engineer 6 
7 
National Diploma 
Degree 
Production Manager Plastics Technician 
5 
6 
Plastician, N5, non-
formal diploma 
Production Leader Master Plastician 
5 
Matric: N3 
Plastician 4 
4 
Production Assistant 
Level 3 
Trainee Plastician 3 
3 
Production Assistant 
Level 2 
Trainee Plastician 2 
2 
Production Assistant 
Level 1 
1 
1 General Assistant 0 
Table 38: Career path for the plastics industry in South Africa
75
 
 
Recognition of Prior Learning 
With “Operation Bootstrap”, the PITB changed its approach from one of Accrediting Courses, Trainers 
and Training Centres to Measuring Learning Outcomes.  In other words, the focus was placed on whether 
the learner can demonstrate and explain his/her new set of skills and knowledge and whether he/she can 
satisfy the requirements of the job and the broader industry standards.  In this programme, the learner is 
registered at a particular level in line with his/her qualifications and learning ability.  The learner and his 
coach/mentor designs a learning programme using the PITB‟s “Learning Programme for Capabilities at 
Skill Level 1-4”.  While no formal RPL process is in place, assessment is conducted based on the skills 
and knowledge that a worker can demonstrate or what he/she is able to do, regardless of the means 
through which these have been obtained.  
 
Motor Sub-sector  
 
The artisan training qualification, which up until recently was accredited by the MBF, was recently 
resubmitted in learning outcome form and has received approval for interim registration with SAQA.  
Companies employing apprentices elect qualified artisans and train them to be mentors, training 
facilitators and assessors for apprentices. 
 
 
Metal & Engineering Sub-sector 
 
In February 2000, the following Metal & Engineering qualifications were approved by SAQA for interim 
registration until 30 June 2003. 
                                                     
75
 Source:  Operation Bootstrap Booklet. Version Five, (Halfway House: The Plastics Industry Training Board, 
1999).  
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 Certificate in Fabrication (Welding) – NQF Level 4 
 Certificate in Fabrication (Boiler making) – NQF Level 4 
 Certificate in Fabrication (Sheet Metal Working) – NQF Level 4 
 Certificate in Fabrication (Pipe Fitting) – NQF Level 4 
 Certificate in Machining (Fitting) – Level 4 
 Certificate in Machining (Turning) – Level 4 
 Certificate in Machining (Fitting and Turning) – Level 4 
 Certificate in Machining (Tooling, Jigging) – Level 4 
 Certificate in Electromechanics (Armature Winding) – Level 4 
 Certificate in Electromechanics (Switchgearing) – Level 4 
 Certificate in Lift Mechanics – Level 4 
 Certificate in Refractory Masonry – Level 4 
 
In addition to registering standards, the Metal & Engineering sub-sector, through its previous Metal & 
Engineering Industries Education and Training Board (MEIETB), drafted an NQF Implementation Guide 
to help stakeholders understand the NQF and give them guidance on how to implement it at the 
workplace.  More specifically, the guide was compiled for employers, employees, shopstewards, trade 
union officials, education and training providers and staff of the previous MEIETB and the National 
Bargaining Council. 
 
The content of the guide was developed by employer and trade union representatives in a process 
facilitated by the MEIETB. The stakeholder representatives drew on their experience and knowledge 
gained during the 1996 Engineering and Manufacturing Processes NQF programme (EMP) and the 1997 
Standard Setting One Project of the MEIETB. 
 
In that guide, the following NQF implementation process was identified: 
 
 
 
Step 1   Consultation 
 
Step 2   Set up an Education and Training committee 
 
Step 3   Set up evaluation mechanisms 
 
Step 4   Language needs analysis 
 
Step 5   Skills needs analysis 
 
Step 6  Identify unit standards 
 
Step 7   Select and train assessors 
 
Step 8   Set up appeals procedure 
 
Step 9  Identify and select learners 
 
Step 10 a Carry out assessments 
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10b Declare competence 
10c If not yet competent identify training gaps 
10d Conduct supplementary training 
10e Reassess 
 
Step 11 Issue certificates of competence 
 
Step 12   Ongoing evaluation of project 
 
 
At present, more than 300 assessors have been trained within the industry.   
 
ADEQUACY OF CURRENT TRAINING PROVISION WITHIN THE SECTOR AND 
RECOMMENDATIONS FOR IMPROVEMENT 
 
 
Current technical training provision 
 
 Most sub-sectors provide in-house on-the-job technical training to keep up with technological 
advances; 
 While it continues to take place, there has been a significant reduction in artisan training despite the 
need for technicians and artisans with skills related to new technologies; 
 There is a lack of appropriate mentoring systems in place due to increased pressures for increased 
productivity and reduction of costs;  
 In some sub-sectors, technical training linked to a production training model is currently taking place; 
however, workers expressed concern that at present they are only allowed to progress half-way up the 
career path as further progression is linked to vacancies within each company; 
 In most cases, skills are not easily transferable to other contexts and hence do not help towards the 
personal development of workers; 
 Recognition of prior learning has been formally conducted in the auto sub-sector, but the exercise 
seems to have been largely unsuccessful from the union‟s perspective.  In sub-sectors where prior 
learning has not been recognised workers are being placed at lower levels than they should be; and  
 Learnerships have been recognised as a priority to upgrade the skills of workers. 
 
Recommendations on technical training provision 
 
 The scope of technical training should be extended to go beyond the specific tasks on the job; 
 Technical in-house training needs to be accredited and linked to career paths (where it has not 
been done already); 
 There should be incentives in terms of promotion and career progression that, in the union view, 
are not limited by the availability of vacancies; 
 Formal Recognition of Learning processes need to be instituted across the sector; 
 Mentoring activities need to be increased in order to ensure proper training; and 
 An added effort should be made to ensure that technical skills are portable both within, as well as 
across sub-sectors and other related sectors; 
 
 
Current ABET provision 
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 ABET provision is taking place in all sub-sectors, with the exception of smaller companies in the 
Metal & Engineering and Motor sub-sectors; 
 ABET plays a fundamental role in career path progression but there is a lack of motivation, 
particularly of older workers, to engage in ABE training; and 
 In general, ABET provision has not been successful within this sector, as high drop out rates have 
been registered in all sub-sectors. 
 
Despite the above general agreement, there are currently different views on the provision of ABET 
training amongst employers and workers. 
 
According to employers:  
 ABE training must continue to be provided after hours in order to avoid interference with 
production, and paid at half of the straight hourly rate in sub sectors where this is the norm; 
 ABET needs to be linked to career progression in order to ensure its success; and 
 A combined motivational campaign between unions and employers is needed to address the 
motivation problem and improve the success rate of ABET. 
 
According to workers: 
 ABE programmes should be run during working hours and preferably as part of in house training. 
Most workers believe that ABET provision during working hours would help to minimise many 
of the current problems that act as a disincentive for workers to attend ABET classes such as 
fatigue/tiredness, transport, and having to take care of other responsibilities (particularly for 
women workers);   
 Multi-lingualism is not currently being applied in ABET provisioning, thus discouraging workers 
who do not have a good command of English; 
 Inadequate remuneration for attending ABET classes contributes to workers‟ opting to work 
overtime, knowing that all hours worked will be paid; 
 The lack of agreement on standards of provision and the use of multiple service providers across 
companies does not ensure that workers within the industry as a whole achieve the same 
outcomes; and 
 ABET materials are not relevant to work conditions.  
 
Recommendations on ABET provision 
 
 ABET provision should be strengthened across the sector; 
 A common approach to ABET service provision should be espoused by the sector; 
 Adequate monitoring and evaluation of existing providers needs to take place in order to safeguard the 
quality of ABET provision; 
 Learning materials need to be made relevant to learners; 
 ABET learning needs to be linked to career path progression, where it has not already been done;  
 Multi-lingualism needs to be given serious consideration by MERSETA stakeholders to enhance the 
success of ABET provision;  
 A combined motivational campaign between unions and employers should be attempted in order to 
address the motivation problem and improve the success rate of ABET; and lastly; 
 MERSETA stakeholders need to discuss further the problems associated with the time of ABET 
provision.  
 
 
Current production-related training provision 
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 Health & safety training and quality is provided mostly in large companies, as they are subject to 
regular audits, but almost non-existent in small companies; 
 Arrangements vary across plants for individual or group based provision; 
 This training is not formally assessed or accredited in most instances (except where linked to 
production-training models); 
 The success of this training is often linked to workers‟ literacy skills; 
 Health & safety training is often narrowly focused on dealing with accidents and does not include 
basic medical training; 
 In some cases, health & safety training provision is limited to safety representatives only; 
 There has been a tendency to emphasise quality training while health and safety training is under-rated 
by comparison; and  
 Some trainers are not qualified. 
 
Recommendations on production-related training 
 
 Given the importance of this training, attempts should be made to extend provision to small and micro 
enterprises within the sector; 
 Training should be formally assessed and accredited; 
 Trainers should have adequate qualifications to provide this training; 
 Health & safety training should include broader medical training;  
 Health & safety training should be provided to all workers and not be limited to safety reps; and  
 The scope of production-related training should be expanded to include training on relevant labour 
and other legislation. 
 
Current broader training (HIV/Aids, Life-skills, environment) provision 
 
 Broader training is generally treated as awareness raising programmes rather than formal 
structured learning that is assessed; 
 Provision is mainly limited to large companies; 
 There is a problem with obtaining properly accredited service providers, who have an 
established reputation; 
 
HIV/Aids 
 There is an uneven pattern of HIV/Aids awareness throughout the sector; 
 Companies that engage in awareness campaigns use a variety of methods, ranging from 
putting articles on notice-boards, providing condoms, demonstrations, engaging in industrial 
theatre and role playing, having peer educators and calling on medical assistants from the 
Health Department to assist;  
 Unions often organise workshops; and 
 HIV/Aids awareness is provided sporadically. 
 
Life-skills training 
 There is an uneven pattern of life-skills provision within the sector, with most training being 
provided by large companies; 
 This training generally includes topics such as insurance policies, budgeting, money lending 
and broad financial life-skills; 
 Methods used include video tapes and board games;  
 Workers in most sub-sectors have been unsatisfied with the quality of life-skills training as it 
largely seems to be crisis-driven; and  
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 Unions have organised workshops on micro-lending. 
 
Environmental awareness 
 Very few companies seem to provide environmental awareness; and 
 Environmental awareness is mostly provided when it forms part of an ISO code or where 
companies are linked to international standards.   
 
Recommendations on broader training 
 
 Due to the negative impact that HIV/Aids is likely to have on both employers and workers, HIV/Aids 
training should be prioritised and provided on a more regular basis; 
 Training should be proactive, rather than reactive, in order to act as a preventive measure;  
 While unions have played an important role in training provision, their role needs to be strengthened 
through greater capacity-building and resources; 
 Life-skills training should be given greater attention as it provides essential skills for workers and can 
help to improve their productivity; and 
 Life-skills training should be provided more regularly based on topics identified by workers to ensure 
continued relevance. 
  
Current management training provision 
 
 Most large companies seem to have formal programmes, mostly competency-based, that target the 
functions of staff and management; 
 Most large employers provide stress management and IT training during working hours; 
  In general, however, there is a lack of communication and inter-personal skills training at 
management level; 
 There has generally been insufficient diversity and training related to employment equity for 
management; 
 In many cases, supervisors and first line foremen do not receive sufficient training on managerial and 
supervisory skills;  
 In some cases, there has not been adequate ABET provision for management personnel; and 
 There has been a shift towards performance management of people with regular performance 
assessment during the year. 
 
Recommendations on management training 
 
 Training on communication and inter-personal skills should be prioritised in order to ensure an 
amicable working relationship with workers; 
 Training on employment equity policy should be strengthened to ensure a thorough understanding of 
its impact on work organisation; 
 Managerial skills training (on negotiation, disciplining and communication) should be prioritised for 
first line managers and supervisors; and  
 ABET should be provided to management personnel in order to ensure that they have the necessary 
education levels to carry out management functions. 
Formatted
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V SECTOR DEVELOPMENT STRATEGY 
 
 
INTRODUCTION 
 
This sector development strategy is developed on the basis of consideration of the following aspects of 
this plan: 
 the sector‟s current profile 
 factors which will affect future change 
 Internal strengths and weaknesses as well as external threats and opportunities 
 The current supply of education and training in the sector 
 
 
MERSETA STAKEHOLDER SWOT ANALYSIS 
 
MERSETA stakeholders conducted a SWOT analysis of the sector on 2 October 2000. The results of the 
Analysis are presented below. 
 
Strengths 
 
The following strengths were identified: 
 
1. The MERSETA services powerful economic sub-sectors, which together contribute about a significant 
proportion to manufacturing GDP and in excess of 25% to total GDP.  
2. There is strong commitment to training in large companies in the sector. 
3. There is strong stakeholder commitment to the SETA. 
4. The existence of formal career paths linked to the National Qualifications Framework (NQF) in the 
Plastics and Tyre sub-sectors. In Auto the career path still needs to be linked to the NQF and in motor 
there is a draft NQF framework with limited coverage. 
5. The MERSETA has the largest apprenticeship complement of all the SETAs. 
6. There is a well-developed company training infrastructure in certain sub-sectors, most notably Auto 
and Tyre. 
7. Formal assessor training has taken place in the Metal & Engineering sub-sector. 
8. There are RPL policies and NQF-linked education and training implementation guidelines in the Tyre 
and Metal & Engineering sub-sectors. 
9. A limited number of learnership pilots have been or are to be launched across MERSETA sub-sectors. 
10.  MERSETA sub-sectors have a wealth of experience in delivering ABET at company level. In 
addition, ABET pilots have been launched in the Motor sub-sector. 
11. The Metal & Engineering, Motor and Auto sub-sectors have registered interim qualifications with 
SAQA, while New Tyre has registered new qualifications. In addition, there is experience with 
generating NQF-based unit standards and national qualifications and new unit standards have been 
generated across all sub-sectors. 
12. MERSETA sub-sectors have experience in accrediting education and training providers. 
13. MERSETA stakeholders participate as representatives on the National Skills Authority (NSA) and 
South African Qualifications Authority (SAQA). 
14. All sub-sectors have had experience in running Industry Training Boards. 
15. Stakeholder relationships have improved considerably. 
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Weaknesses 
 
The following weaknesses were identified: 
 
1. There is little or no investment in training by the majority of small, medium and micro enterprises in 
the sector, which is a reflection of the lack of commitment to training by management in these 
enterprises and economic pressures.  
2. The actual number of companies investing in training in the sector is low. 
3. The quality and relevance of much of the externally provided training to the Metal & Engineering, 
Motor and Plastics sub-sectors has been poor. 
4. Common “skill-sets” across the sub-sectors have not been identified, which is partly due to 
weaknesses in SAQA and its National Standards Body (NSB) structures.  
5. The majority of companies in the sector are not committed to consultation on education and training 
issues with their staff and trade union representatives. This has resulted in a failure on management‟s 
part to exploit opportunities for joint education and training initiatives with their employees. 
6. Most companies have not addressed career development and the related learning needs of their 
employees apart from statutory requirements (e.g. health and safety training). 
7. Major differences between sub-sectors makes this a difficult sector to serve.  
8. The success rate of ABET learners has been poor and high drop out rates have been reported. 
9. Economic profile and labour market information on the sector is weak in the Metal & Engineering, 
Motor and Plastics sub-sectors. 
10. Permanent employment is declining across all sub-sectors. 
11. In some sub-sectors employers and labour have been unable to reach agreement on key education and 
training issues, such as collective agreements on RPL and assessment. 
12. Large sections of the workforce are illiterate or have poor levels of basic education. 
13. There is limited formal training experience in non-apprenticeship trade areas in the Metal & 
Engineering, Motor and Plastics sub-sectors. 
14. The process of ITB dissolution has been complex and time consuming, which has slowed the pace of 
MERSETA establishment. 
15. The MERSETA has taken too long to set-up and begin servicing its members effectively.  
16. The ongoing “brain-drain” is affecting higher level skills in the sector . 
 
 
Threats 
 
The following threats were identified: 
 
1. The low level of understanding of the skills development and SAQA legislation amongst HR / training 
managers and shop stewards in most companies in the sector. 
2. The failure to effectively manage the tension between production and workplace learning. 
3. Large numbers of employers who view the skills development levy simply as a tax or who only focus 
on accessing grants. 
4. Increasing international competition, which in the absence of improvements in product lines, quality 
and delivery time will threaten the viability of local industry. 
5. The skills development and SAQA legislation is proving very complex to implement at company 
level. 
6. Poor communication with companies on the new legislation. 
7. Inefficient collection and allocation of levies and information on company payments by SARS and the 
Department. 
8. Failure of the MERSETA to rapidly conclude its establishment, finalise staff appointments and begin 
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delivering high quality services to its members.  
9. The potential effects of HIV/AIDS on the workforce. 
10. The effects of technological changes on employment in the sector. 
11. The high rate of unemployment in the country 
12. The poor quality of basic and further education  
13. Growing scepticism regarding the viability of the legislation, even amongst those directly responsible 
for its implementation. This is linked to the absence of champions and flagships. 
15. Failure of the DoL to consider the practical implications of the deadlines it sets. 
16. Failure to embed a culture of learning through the skills development legislation. 
17. The failure to redress past imbalances through the legislation due to a narrow interpretation of the 
purpose of the legislation by management.  
18. The difficulties experienced with implementing the SAQA Act. 
19. The lack of cohesiveness amongst stakeholders represented on the MERSETA. 
 
 
Opportunities 
 
The following opportunities were identified: 
 
1. Contributing to improvements in the competitiveness of companies across sub-sectors through 
education and training and increasing rates of growth of exports and technology agreements. 
2. Improving the skills profile of sub-sectors. 
3. Introducing meaningful career and learning pathways. 
4. Addressing cross-sectoral skill needs and improving education and training synergies across sub-
sectors. 
5. Improving the quality and relevance of education and training provision to the sector. 
6. Building common purpose amongst trade unions and employers in respect of workplace education and 
training. 
7. Using the learnership system to achieve the education and training objectives of the SETA. 
8. Redressing past education and training imbalances. 
9. Drawing on past ITB experiences. 
10. Initiating education and training in areas not addressed in the past 
11. Focusing on ABET and eradicating illiteracy in the sector. 
 
 
AIMS OF THE SECTOR DEVELOPMENT STRATEGY 
 
The sector development strategy aims to map out a strategy for the MERSETA that will: 
 ensure that skills development programmes and initiatives assist in developing the sector; 
 identify a role for skills development in strengthening employment and economic growth areas in the 
sector; 
 inform both sector and national skills development policy; 
 provide direction to education and training providers and stakeholders in SAQA processes in the 
development of appropriate curricula and qualification development. 
 
Sector skills planning has been introduced into the sector at a time when it is experiencing restructuring, 
rationalisation and unabating competition pressure from imports. The restructuring in the sector has 
impacted skills and employment through: 
 changes to the skill profile as production volumes have been increased through rationalising employee 
numbers while improving remaining employee competencies („growth through reduction‟ strategies); 
C A S E RESEARCH FOR MERSETA 
 
 
MERSETA Sector Skills Plan  99 
 an updating of technology and introduction of automation; 
 a shift in employment practices away from permanent employment to fixed-contract employment, 
sub-contracting and use of labour brokers; 
 the introduction of capital-intensive production methods and greater quality requirements in the drive 
towards producing for exports; 
 the move from job shop operations to specialised production runs achieving high volume targets set 
for niche markets. 
 
This sector skills plan is introduced into a context of an industry pessimistic about its prospects for 
economic and employment growth. The sector‟s prospects for growth are constrained by a number of 
factors that include: 
 
 trade liberalisation 
 government policy 
 lack of technology infusion 
 high raw material costs for downstream producers 
 poor training levels 
 high interest rates 
 
Each of these will be discussed below. 
 
Trade liberalisation 
 
A number of the MERSETA sub-sectors are very trade-sensitive and are struggling to improve 
performance in the face of market-penetrating imports. The failure of even high profile operations such as 
Philips and Kelvinator to survive competition from import is a sign of the impacts of trade liberalisation.  
 
With the exception of basic iron and steel and non-ferrous metal producers which have always had an 
export focus, the general trade orientation of the sector‟s operations are not export-oriented. While there 
are attempts to change this, few sectors have successfully made the switch. The shift towards export-
orientation is a critical one, especially as companies attempt to achieve economies of scale in production. 
 
Government policy 
 
Three aspects of the government‟s policy are worth commenting on: tariff reduction policy, government 
support to industry, and the government‟s proposal to place restrictions on the production of plastic bags. 
 
The government‟s commitment to tariff reduction and the removal of demand-side support remains strong 
through its Growth, Employment and Redistribution (GEAR) policy.  However, this policy continues to be 
strongly opposed by the unions. The government‟s view on tariff reduction is that it has played a positive 
role in the economy in that it has assisted in the reduction of inflation (through lower priced imports) and 
it has caused companies to increase their export activity. In any case, the government can not increase 
tariff levels for products above GATT binding levels (i.e. maximum tariff levels agreed through the 
WTO/GATT). 
 
With the exception of the Motor Industry Development Programme (MIDP), the government has shied 
away from providing targeted industry support due to WTO restrictions and limited ability to assist 
industries due to fiscal restraints. Instead, it prefers to provide generic incentives, loans and funds that 
often rely on the voluntary clustering and co-operation of industry players. The lack of targeted industrial 
support has been identified as a growth constraint given that different industries have different needs. 
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Finally, the proposal by the government to place possible restrictions on the production of plastic bags has 
caused consternation in the industry since packaging – at 50% of the plastics converters‟ market – 
dominates production. 
 
The lack of technology infusion 
 
South African producers are often largely dependent upon the strategies and licensing agreements afforded 
to them by foreign parent companies, which limits the possibility of innovation, access to advanced 
technology, and economic growth as well as restrictions regarding the markets in which they may operate. 
The result is that ownership of research and development (R&D) and innovation often lies outside South 
Africa, limiting the development of local science, engineering and technology knowledge – a factor that 
will become increasingly important in the development of competitive capabilities. 
 
High raw material costs for downstream producers 
 
The current structure of South Africa‟s manufacturing economy is such that downstream, labour-intensive 
and value adding producers are constrained by the pricing policies of many local raw material producers.  
 
The development of downstream plastics converting, structural steel, machinery, packaging, pipe and 
tube, transport equipment, white goods, and wire and wire products are constrained both by high raw 
material prices and an increase in competing imports. 
 
The shift by downstream metal and engineering sub-sector producers towards importing raw materials, 
together with a sustained glut in the international steel market (the price of hot rod steel halved between 
1996 and 1999), has in turn put severe pressure on upstream producers, such as Iscor. 
 
Poor training levels 
 
The focus group interviews, particularly those consisting of workers, highlighted many problems with 
training in the sector. Training was also identified as being poor among small companies. The introduction 
of new, digital technologies and the shift in management practice towards “multi-skilling” suggests that a 
renewed effort towards training is required. 
 
High interest rates 
 
The sector, particularly the automotive and motor trade sub-sectors are affected by changes in interest 
rates. The policy of the Reserve Bank to retain real interest rates along with the current instability of Rand, 
will present restraints in the growth of the sector. 
 
A SECTOR DEVELOPMENT STRATEGY 
 
In spite of the above constraints, this chapter sets out a sector development strategy that will play a role in 
the restructuring of the sector. This strategy includes: 
 
1. Enhancing the provision of skills to identified growth areas 
2. Prioritising the sector-wide provision of quality ABET 
3. Improving labour mobility between sub-sectors 
4. Improving the level and quality of skills planning at workplace level 
5. Participating in the development of a job-creating sector industrial strategy 
6.   Focusing on higher level skills enhancement. 
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Enhancing the provision of skills to identified growth areas 
 
Two types of growth areas need to be focused on: growth industries and growth skill areas. Some growth 
areas identified in the development of this sector skills plan include: 
 
 the plastics sub-sector, particularly the plastics converting industry 
 artisans in the heavy engineering and basic iron and steel industries 
 artisans in the motor repair industry, particularly those qualified to work with automatic gearboxes   
 
The sub-sector with considerable potential to grow is the plastics sub-sector. Current per capita 
consumption of plastic products is only 18-33% of the per capita consumption of plastic products in 
developed countries, which suggests the massive potential for expansion. Plastics products are 
increasingly being used as substitutes for metal, wood, rubber and other products. 
 
The labour intensive nature of plastics conversion makes it a strong job-creating sector. The threats to 
expansion are high raw material prices, competition from imports, the possible restrictions on the use of 
plastic bags and the low level of exports. 
 
The job shop nature of heavy engineering and basic iron and steel production makes these industries very 
reliant on artisan skills. The current shortage of these skills in some areas is a constraint on the ability of 
these industries to grow. With the advances in gearbox and transmission technology, artisan skills in the 
motor repair industry have also become increasingly sought after. 
 
More growth areas will need to be identified through further research. The MERSETA needs to ensure the 
provision of the necessary qualifications, learnerships and curricula in the growth areas identified. This 
will ensure that economic and employment growth in the sector is not constrained through lack of skills 
provision. 
 
Prioritising the sector-wide provision of quality ABET 
 
The focus-group interviews conducted for the development of this sector skills plan identified major 
problems in the provision of ABET in the sector. The MERSETA needs to undertake research into the 
extent of, and need for, ABET training. The sector-wide provision of this foundational competency is 
critical to ensure the upward skill mobility of the workforce. The research needs to consider the nature, 
content, method and extent of ABET provision. The MERSETA needs to set targets and dates for the 
achievement of ABET qualifications for the entire workforce in the sector. 
 
Improving labour mobility between sub-sectors 
 
Given the relative decline and growth of different industries and sub-sectors within the MERSETA fold, it 
is critical that employees have the necessary mobility to go where their skills are required. Possible 
decline in demand for some skill categories or the general deterioration of certain industries have been 
identified and the MERSETA needs to ensure that structural unemployment does not materialise as a 
result of these changes. 
 
The following areas have been identified as facing possible decline: 
 demand for workers in “unskilled” categories throughout the sector; 
 demand for artisans in the automotive sub-sector (particularly toolmakers, fitters and turners, welders, 
motor vehicle machinists, and sheet metal workers); 
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 the motor retail industry (car dealerships); 
 the refurbished motor parts industry; 
 the household durables (white and brown goods) industries; and, 
 the New Tyre sub-sector 
 
While understanding that various industrial policy mechanisms may be applied to change the fortunes of 
these identified areas, the MERSETA needs to ensure that the portability of the skills applied is secured 
through the various SAQA mechanisms. Further, access to up-skilling or re-training for those whose skills 
have become redundant by the industry needs to be provided for. 
 
Improving the level and quality of skills planning at workplace level 
 
A deeper level of reflection and thought needs to go into skills planning at workplace level. The 
development of this sector skills plan was severely constrained through the absence of Workplace Skills 
Plans. The MERSETA needs to embark on a concerted campaign to ensure that the processes of skills 
planning and the development of Workplace Skills Plans are undertaken. 
 
Participating in the development of a job-creating sector industrial strategy 
 
It should be plain from this and earlier chapters of this sector skills plan that the solutions to the sector‟s 
problems or the successful exploiting of its opportunities does not lie in the realm skills development 
alone. 
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VI EVIDENCE OF FUTURE SKILLS NEEDS AND IMPLICATIONS FOR SKILLS POLICY 
AND SKILLS PROVISION 
 
EVIDENCE OF FUTURE SKILLS NEEDS 
 
Employer views 
 
Overall employers in the sector identified the need for raising skill levels in different categories of work. 
There was agreement on the need for improving literacy and numeracy levels and general levels of basic 
education (ABET). This was seen as particularly important for workers who had progressed on the basis 
of work-based and experiential learning and who now require ABET to progress along a career path. They 
identified skills shortages in specialist areas such as IT. They also made recommendations about 
improvement of existing skills, particularly upgrading of artisan skills through multi-skilling. Finally, 
employers recommended that workplace skills plans should prioritise provision of training for employers, 
particularly in “soft” skill areas such as people and performance management and also training at higher 
skill levels. 
 
New Tyre sub-sector 
In the New Tyre sub-sector employers identified a number of areas in which the current skills situation of 
existing employees in the sub-sector needs to be improved.  In broad terms, the priority is to “get the right 
skills at the shop floor”. Firstly, they indicated that not only in the New Tyre sub-sector but also beyond it, 
there is a general shortage of technical artisans.  They are very expensive and it is difficult to find 
competent ones.  There is an immediate need, as a result of the terms of competing in an open economy, 
for the multi-skilling of artisans. For this reason, New Tyre employers see an urgent need to institute the 
training model based on career progression.   
 
Secondly, in terms of technical skills, New Tyre employers indicated the need for workers to continue to 
receive training driven by technological changes, and acquire general engineering skills. The latter is part of a 
move in the international market where workers not only build tyres but also look after their machines and 
perform basic maintenance operations. It is expected that with the acquisition of these skills the requirement to 
have back-up artisans will decrease because workers will be able to maintain their own machines. 
 
Thirdly, ABET is seen by employers as an urgent priority since workers will not be able to move up the 
production training model if they do not have basic numeracy and literacy skills.  At present, many 
workers have uneven levels of learning or competence. For example, those who have reached the foreman 
and supervisor levels through work-based or experiential learning might have Level 4 skills in specific 
technical areas but have a gap in their ABET knowledge. 
 
Fourthly, while it will be necessary to continue training on general management skills, computer literacy 
is seen as a priority.  There is currently a drive to get people computer literate, to conduct statistical 
analysis, and use different programmes for benefit of the company.  This drive is expected to continue.  
 
 
Auto sub-sector 
Auto sub-sector employers identified the fostering of a common purpose between management and labour 
as a key priority.  However, aware that this is not necessarily a skill to be taught, they firstly identified the 
need for multi-skilling and flexibility of existing workers as a trend that needs to continue in order to be 
able to compete internationally.  Secondly, employers indicated that the 30% illiteracy rate within the 
industry needs urgent attention through the provision of ABE training.  In addition, as in the case with the 
New Tyre sub-sector, inadequate ABE training will not allow workers progression up the career path.  
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Thirdly, as the industry evolves and comes in tune with world trends, the high technology trades have 
acquired added importance.  At present, the knowledge and skills of artisans are being left behind because 
employers have not been able to reach agreement with the unions about what skills artisans should have.  
As a result, artisans are not getting trained.  Lastly, employers within this sub-sector mentioned that the 
sector should explore other career paths into which people who are retrenched can be gainfully employed. 
 
In terms of minimum requirements for employment within the sub-sector, employers indicated that they 
push for people with a technical attitude and Abet Level 4 (Grade 9) in Literacy Numeracy and Science.  
However, it is possible that the sub-sector will in future start focusing on recruiting people who have 
matric and, in some cases, Std.9 with maths and science. 
 
Plastics sub-sector 
In the Plastics sub-sector, employers identified their three top priorities as life-skills, people skills and 
technical skills. Similarly to the New Tyre and Auto sub-sectors, there is a push from employers for 
operators to engage in first line maintenance.   
 
At present, there seems to be no minimum education requirements for new entrants as the industry is more 
focused on the ability of workers to do a particular job rather than on the actual qualification that they 
have.  
 
Motor sub-sector 
Employers in the Motor sub-sector expressed concern about a number of issues ranging from the low 
levels of literacy and lack of competency among high school and university graduates who constitute the 
pool from which companies are to recruit, to the impact of HIV/Aids. As their main priority, they 
identified the need for multi-skilling, team work and quality awareness in order to sustain themselves in 
highly competitive conditions.  Second, they indicated that ABET must be prioritised not only for existing 
workers but also for new entrants.  As one employer expressed this, “even if we take people with matric, 
we will have semi-literate high school graduates”.  Third, they identified the need for workplace skills 
plans to prioritise support for management training in performance-related management to address the 
lack of strategic management skills among employers. A common view amongst employers is that 
“management lack soft skills, they can‟t translate academic knowledge into strategic practical plans”. 
 
Currently, there are no minimum entry requirements into this sub-sector, except for artisans who must 
have at least Std.8.  
 
Metal & Engineering sub-sector 
In the Metal & Engineering sub-sector employers felt that skill levels need to be raised. Firstly, they 
indicated that ABET must be prioritised as the minimum requirement in the industry is literacy and 
numeracy at ABET level 2-3. Secondly, and linked to ABET training, technical skills must be upgraded, 
with an emphasis on engineering skills.  Thirdly, employers identified a need for qualified first line 
supervisors and at higher level for people with technical and commercial skills.  There is a drive within the 
industry to recruit new graduates with technical skills and retrench those without them, who cannot be 
trained on the job. 
 
 
Worker Views 
 
New Tyre sub-sector 
Workers within this sub-sector prioritised a number of skill areas. Firstly, they indicated that ABET must 
be provided. However, in their view ABET provision must take place during working hours for it to 
succeed.  Secondly, they indicated that workers‟ technical skills need to be upgraded. As one worker put 
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it, “each worker has a vision but the furthest they can go is first line management. Workers need to feel 
that they can become CEOs someday”.  Linked to this, they indicated that they have not received adequate 
computer/IT training and therefore are often reduced to operating machines simply by “pushing buttons”.  
In some cases where employees have attempted to acquire IT skills, employers have not provided 
financial support because they did not think that IT training was a job requirement.  Thirdly, workers 
within this sub-sector felt that life-skills courses are essential, particularly in dealing with cash-loans and 
HIV/Aids.  Their feeling is that up until now, management has run away from their social responsibility 
towards workers.  Lastly, workers would like to see management skills improved, particularly with regard 
to communication and inter-personal skills. 
 
Auto sub-sector 
Workers within this sub-sector identified the following as priority areas for skills training. First, there was 
general agreement amongst workers that ABET must be provided as career pathing depends on the 
acquisition of numeracy and literacy skills.  However, echoing the views put forth by workers in other 
sub-sectors, workers within this sector indicated that this training should be provided during working 
hours, be language user-friendly, and be done with adequate materials.  Second, they agreed that the 
technical skills of workers, particularly regarding artisan training, need to be upgraded.  Workers argued 
that trained artisans are leaving the country and those skills are not being replaced.  According to workers, 
learnerships should be a priority in this sub-sector.  In order to act as an incentive, workers should be 
allowed to progress up the career path beyond Level 4 to become trained and qualified artisans; 
progression should not be vacancy-driven.  Third, life skills‟ training was highlighted as an important area 
of training.  In particular, workers felt that management should be pro-active, rather than reactive, in 
addressing life skills training on budgeting and HIV/Aids.  They suggested that life-skills training should 
be provided along the same lines as induction training.  Fourth, workers indicated that they should be 
allowed to take courses on the current labour legislation, despite current efforts by some of the unions to 
provide this kind of training.  As one worker put it, “people get engaged on these issues, but are not 
trained on them. Management, on the other hand, have access to all these”. Lastly, there was general 
agreement amongst workers that management skills should be improved.  In particular, some workers felt 
that race plays a role in the kinds of training that people in management receive.  As one worker put it, 
“whites are trained to a certain level and blacks to another level”.  Similarly another worker indicated that 
“race is a factor. People in positions of power are white and they are the ones who make decisions on who 
gets trained on what. Blacks are at the bottom”.  
 
Motor sub-sector 
Workers within the motor sub-sector felt that training planning should be driven by a business strategic 
view, which makes it possible to know where growth will occur.  At the same time, workers indicated that 
training should go beyond the interests of companies to those of workers.  According to workers, this is 
particularly important because in the case that workers become unemployed they will only have very 
specific skills that are not easily transferable.  With this broader vision in mind, workers agreed that 
ABET provision should be a first priority within this sub-sector.  In particular, workers felt that not only 
should ABET be provided during working hours but also that this training should be done by facilitators 
who can do the training in African languages.  Secondly, and due to the exodus of skilled workers to 
foreign countries as a result of affirmative action pressures, there is a shortage of artisans (journeymen) 
coming into the industry.  For this reason, artisan training should be prioritised.  This, in turn, is linked to 
ABET as many workers learn as “artisan helpers” but do not have the required literacy and numeracy to 
acquire the necessary technical training.  In addition, in the retail and repair sectors of the industry, people 
who are currently technicians and apprentices need to have their knowledge upgraded through separate 
training, without waiting for manufacturers to give that training. Thirdly, workers indicated that training 
on quality is needed.  In particular, to produce good products that can be marketed internationally, workers 
need to be much more aware of quality standards. 
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Metal & Engineering sub-sector 
Workers within this sub-sector identified three main types of skills that they need.  Firstly, they indicated 
that ABE training needs to be prioritised, especially since some employers are considering the 
discontinuation of their ABE programmes. This training should be done after hours, with accreditation, 
with relevant materials and should be linked to a career path.  Secondly, and as a result of the limited 
technical training that is currently provided, workers indicated that they need to acquire education and 
training that is industry or sector specific. Lastly, workers agreed that they must be equipped with new 
skills in order to improve their chances of securing future employment elsewhere in the event of 
retrenchments. 
 
 
IMPLICATIONS FOR SKILLS POLICY AND SKILLS PROVISION 
 
Skills Policy 
 
Based on the information presented above, a successful skills policy for the MERSETA should attempt to 
incorporate, as far as possible, both the concerns of employers and workers that constitute the sub-sector.  
As previously stated, the views presented in this SSP only represent a small proportion of the total number 
of employers and workers within this sector, and hence it is likely that they might require some revision 
once a comprehensive skills audit of the sector is conducted and the information of WSPs is incorporated.   
 
Nonetheless, the research conducted so far makes it possible to point out the main issues that a skills 
policy for the MERSETA should take into account. 
 
In broad terms, a skills policy needs to: 
 Prioritise re-training and upgrading of technical and broader production skills of currently 
employed workers through learnerships, particularly in view of the trend within the sector towards 
reducing the number of low-skilled workers and the need to compete against international 
standards of quality and productivity; 
 Link the above training to clear career paths in order to facilitate the access of workers to further 
education and training and provide them with an incentive to improve themselves; 
 Ensure the redress of past unfair discrimination in education, training and employment 
opportunities, in line with Employment Equity requirements; 
 Make provision for the recognition of prior learning; 
 Extend education and training beyond company-specific skills in order to contribute to the full 
personal development of each worker;  
 Ensure that skills provision is based on skills that are portable and transferable within each 
industry, as well as across sub-sectors and other related sectors; and 
 Explore education and training needs for people who face possible retrenchments, as well as 
alternative career paths, which would allow them to be gainfully employed. 
 
Skills Provision 
 
In line with the above skills policy guidelines, skills provision should aim to foster the above objectives.  
However, as has been observed, while there is general agreement between employers and workers on 
some of the main skills areas that should be targeted for provision, there is still disagreement in some 
areas, as well as in the form and content of provision.  For this reason, the recommendations below are 
grouped into two categories, namely: “shared” and “still to be discussed” by the relevant stakeholders. 
Most of the recommendations contained herein refer to existing employees and do not address new 
entrants.  Except for minimum education and training requirements for employment (where applicable), 
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employers did not discuss new entrants at length due to the unlikelihood that many of the sub-sectors will 
recruit new entrants. 
 
Shared Recommendations on Skills Provision 
 
 There is general agreement amongst stakeholders that ABE training should be prioritised and 
strengthened as a sector-wide initiative and preferably linked to career paths, despite existing 
differences regarding time of provision; 
 There is general agreement amongst stakeholders that technical skills training should continue in order 
to keep up with advances in technology and automation and therefore be industry-specific; 
 There is general agreement that training for higher technology grades, particularly artisans, should be 
strengthened and linked to clear career paths; and 
 There is general agreement that individuals in managerial positions need soft-skills training on 
communication and inter-personal relations, as well as more general management skills.  
 
Recommendations on Skills Provision still to be discussed by MERSETA stakeholders 
 
Areas of disagreement between the parties regarding skills provision include: 
 Emphasis on multi-skilling, team-work and quality training in order to enhance competitiveness in the 
global market; 
 Emphasis on life-skills training (particularly HIV/Aids and financial life-skills); 
 Expanded provision of IT training to workers without it being limited to job requirements only; 
 Enhanced provision of training on relevant labour legislation (LRA, BCEA, EEA) for both workers 
and employers; and  
 Exploration of other career paths into which people who are likely to be retrenched can be gainfully 
employed. 
 
Final recommendations for the above skills provision priorities will be sent in to the DoL in due course, 
once stakeholders have been able to discuss them in greater detail. 
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VII SUMMARY OF RECOMMENDATIONS 
 
LIMITATIONS OF THE SSP 
 
There are a number of limitations that need to be highlighted in the drafting of this SSP for the first time.   
 
 The MERSETA is a highly diverse and complex sector, a factor which presented an added constraint 
to the compilation of this SSP under severe time pressures.    
 
 This SSP was unable to incorporate data from the Workplace Skills Plans, as these are only expected 
to be submitted by the end of November 2000.  Consequently, the skills needs and priorities of each of 
the relevant companies were unable to inform either the overall sector development strategy or the 
identification of future skills needs and priorities for the sector as a whole.   
 
 Focus groups were conducted in almost all sub-sectors and have provided useful information to 
inform this SSP.  However, the focus groups only represent a limited sample of stakeholder and 
informant views.  The information obtained from the focus groups requires a future process of 
verification based on a more representative sample, which should be achieved through the institution 
of a proper skills assessment of the sector.   
 
 A formal PESTEL analysis with all relevant stakeholders did not take place.  This SSP incorporates 
data on relevant economic, social and technological factors that are likely to affect the sector as a 
whole, but this aspect nonetheless requires further work.  It has been difficult to provide specific data 
on political and legislative factors at this time, due to the fact that parties to this MERSETA have 
widely divergent opinions, which has made it difficult to reach agreement on one common position. 
 
In addition to the above limitations, there are several specific gaps in the information that has been 
provided in this SSP. 
 
DATA LIMITATIONS 
 
There are several information gaps that need to be given priority attention:   
 
 Some of the gaps regarding overall statistics for the MERSETA are linked to the mismatch between 
the way in which Statistics South Africa captures information and how the SETAs have been 
generally organised. For this reason, at this time, partial overall data is presented. 
 
 Some sub-sectors within the MERSETA are more well-resourced than others. Consequently, there is 
an uneven compilation of economic and employment statistical information across the sub-sectors.  
 
The MERSETA will prioritise the acquisition of the following data to ensure that this data are 
incorporated by the time a revised SSP is submitted.  
 
Information on SMMEs 
 
 Information on SMMEs, and their contribution to the MERSETA, is only partially provided for the 
Motor sub-sector. There is very little information regarding SMMEs within the Metal & Engineering 
and Plastics sub-sectors at this time but the majority of enterprises within these sub-sectors are 
SMMEs.  SMME participation is less salient for the Auto and New Tyre sub-sectors, as these are 
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dominated by a handful of large employers. 
 
Numbers employed in main occupations and occupational groups by age, gender, race 
 
 There is no data broken down by age in this first draft of the SSP.  Data on people employed in main 
occupations and occupational groups by race and gender have been provided only for the New Tyre 
and Plastics sub-sectors.  It is expected that some of these gaps will be filled once the MERSETA 
Workplace Skills Plans are submitted at the end of November 2000.  
 Very little information is presented on the increasing utilisation of outsourcing, subcontracting and the 
use of casual labour and labour brokers, as well as on the number of yearly retrenchments.  This is 
information that will be needed in future plans.  
 
Education and qualification profile of the workforce 
 
 At present, there is no national data available on the education and qualification profile of the 
workforce relevant to the MERSETA.  Sub-sector specific information is likely to be obtained upon 
submission of the WSPs. 
 
Other characteristics of the workforce (disabilities, HIV/Aids) 
 
 Information on disabilities of the workforce is currently provided for two employers within the New 
Tyre sub-sector.  Since there is no reliable statistical data regarding the incidence of HIV/Aids 
amongst the MERSETA workforce, only information regarding the effect that HIV/Aids is likely to 
have on the entire South African workforce is presented. 
 
The extent of the informal sector and the growth of emerging SMMEs 
 
Please refer to comments made under the Information on SMMEs section. 
 
Participation of the sector in major Government-funded Development 
Programmes/Projects 
 
 The Government has embarked on several social and economic programmes in the form of SDIs and 
the establishment of IDZs that will have an impact on different sub-sectors of the MERSETA.  The 
MERSETA has been unable to undertake a review of these projects and how they are likely to affect 
the relevant sub-sectors.  However, this aspect of the SSP will be given focused attention in the next 
few months.  
 
Economic data 
 
 Only overall information regarding wage levels is presented in this SSP.  As with the case of other 
sub-sector specific information, it is expected that reliable data will be obtained upon submission of 
the WSPs at the end of November 2000. 
 
THE IMPACT OF FUTURE CHANGES ON EDUCATION AND TRAINING  
 
The sector‟s prospects for growth are constrained by a number of factors that include: 
 
 trade liberalisation; 
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 government policy; 
 lack of technology infusion; 
 high raw material costs for downstream producers; 
 poor training levels; 
 high interest rates; 
 
 Most of the MERSETA sectors are expected to achieve differing degrees of positive output growth; 
however, employment within the sub-sectors is not expected to increase, except for highly qualified 
artisans in some sub-sectors.  At best, the workforce within the MERSETA sector will be stabilised 
and at worst reduced further.  Reductions are most likely to affect unskilled and semi-skilled workers.  
Sub-sectors like Auto could also face a reduction in supervisory and broader managerial positions. 
 
 Employment growth, if any, is likely to be linked to exports, for temporary or contract workers.  
 
 Industries can no longer survive in the South African market alone and hence much of the projected 
growth for most of the sub-sectors is expected to come from penetration into the export market.   
 
 Faced with a change in context from a protected domestic market to a competitive global market, 
employers are focusing on improved productivity, quality enhancement and cost reduction to improve 
competitiveness.  In turn, this represents a significant source of tension with unions in this sector, who 
oppose many of these initiatives.   
 
 The focus on core business has led to reductions in the workforce, the introduction of teamwork and 
greater customer orientation.   
 
 These developments have created a demand for more flexible and multi-skilled workers;  
 
SECTOR SKILLS PLANNING 
 
Sector skills planning has been introduced into the sector at a time when it is experiencing restructuring, 
rationalisation and unabating pressure from imports. The restructuring in the sector has impacted skills 
and employment through: 
 changes to the skill profile as production volumes have been increased through rationalising employee 
numbers while improving remaining employee competencies („growth through reduction‟ strategies); 
 an updating of technology and introduction of automation; 
 a shift in employment practices away from permanent employment to fixed-contract employment, 
sub-contracting and use of labour brokers; 
 the introduction of capital-intensive production methods and greater quality requirements in the shift 
towards producing for exports; and 
 the move from job shop operations to specialised production runs achieving high volume targets set 
for niche markets. 
 
In light of the above changes, the following have been identified as priority areas for future education and 
training:  
 
 General upgrading of technical and production-related skills of the workforce through training models 
linked to career paths.  These should not be limited either in terms of vertical progression within 
companies or horizontal mobility between companies in the same sub-sector or companies in different 
sub-sectors; 
 Training on production-related and technical skills that are both portable and transferable so that 
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workers‟ chance of re-employment can be improved in the case of retrenchments; 
 Ongoing and updated technical training in order to adapt to and keep up with new technological 
changes and automation; 
 Technical training for artisans and technicians; 
 Alternative re-employment career paths for workers who are likely to be unemployed. 
 
A SECTOR DEVELOPMENT STRATEGY 
 
This strategy includes: 
 
6. Enhancing the provision of skills to identified growth areas; 
7. Prioritising the sector-wide provision of quality ABET; 
8. Improving labour mobility between sub-sectors; 
9. Improving the level and quality of skills planning at workplace level; and 
10. Participating in the development of a job-creating sector industrial strategy. 
 
ADEQUACY OF CURRENT TRAINING PROVISION WITHIN THE SECTOR AND 
RECOMMENDATIONS FOR IMPROVEMENT 
 
 Employers finance the bulk of training within the sector, but the unions have also played an important 
role in training, by providing support and counselling to workers, undertaking training programmes. 
Unions need more capacity building and resources to be able to sustain these programmes. 
 
Current technical training provision 
 
 Most sub-sectors provide in-house on-the-job technical training to keep up with technological 
advances; 
 While it continues to take place, there has been a significant reduction in artisan training despite the 
need for technicians and artisans with skills related to new technologies; 
 There is a lack of appropriate mentoring systems in place due to increased pressures for increased 
productivity and reduction of costs;  
 In some sub-sectors, technical training linked to a production training model is currently taking place; 
however, workers expressed concern that at present they are only allowed to progress half-way up the 
career path as further progression is linked to vacancies within each company; 
 In most cases, skills are not easily transferable to other contexts and hence do not help towards the 
personal development of workers; 
 Recognition of prior learning has been formally conducted in the auto-sector, but the exercise seems 
to have been largely unsuccessful.  In sub-sectors where prior learning has not been recognised 
workers are being placed at lower levels than they should be; and  
 Learnerships have been recognised as a priority to upgrade the skills of workers. 
 
Recommendations on technical training provision 
 
 The scope of technical training should be extended to go beyond the specific tasks on the job; 
 Technical in-house training needs to be accredited and linked to career paths (where it has not 
been done already); 
 There should be incentives in terms of promotion and career progression that are not limited by 
the availability of vacancies; 
 Formal Recognition of Learning processes need to be instituted across the sector; 
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 Mentoring activities need to be increased in order to ensure proper training; and 
 An added effort should be made to ensure that technical skills are portable both within, as well as 
across sub-sectors and other related sectors; 
 
 
Current ABET provision 
 
 ABET provision is taking place in all sub-sectors, with the exception of smaller companies in the 
Metal & Engineering and Motor sub-sectors; 
 ABET plays a fundamental role in career path progression but there is a lack of motivation, 
particularly of older workers, to engage in ABE training; and 
 In general, ABET provision has not been successful within this sector, as high drop out rates have 
been registered in all sub-sectors. 
 
Despite the above general agreement, there are currently different views on the provision of ABET 
training amongst employers and workers. 
 
According to employers:  
 ABE training must continue to be provided after hours in order to avoid interference with 
productivity, and paid at half of the straight hourly rate; 
 ABET needs to be linked to career progression in order to ensure its success; and 
 A combined motivational campaign between unions and employers is needed to address the 
motivation problem and improve the success rate of ABET. 
 
According to workers: 
 ABE programmes should be run during working hours and preferably as part of in house training. 
Most workers believe that ABET provision during working hours would help to minimise many 
of the current problems that act as a disincentive for workers to attend ABET classes such as 
fatigue/tiredness, transport, and having to take care of other responsibilities (particularly for 
women workers);   
 Multi-lingualism is not currently being applied in ABET provisioning, thus discouraging workers 
who do not have a good command of English; 
 Inadequate remuneration for attending ABET classes contributes to workers‟ opting to work 
overtime, knowing that all hours worked will be paid; 
 The lack of agreement on standards of provision and the use of multiple service providers across 
companies does not ensure that workers within the industry as a whole achieve the same 
outcomes; and 
 ABET materials are not relevant to work conditions.  
 
Recommendations on ABET provision 
 
 ABET provision should be strengthened across the sector; 
 A common approach to ABET service provision should be espoused by the sector; 
 Adequate monitoring and evaluation of existing providers needs to take place in order to safeguard the 
quality of ABET provision; 
 Learning materials need to be made relevant to learners; 
 ABET learning needs to be linked to career path progression, where it has not already been done;  
 Multi-lingualism needs to be given serious consideration by MERSETA stakeholders to enhance the 
success of ABET provision;  
 A combined motivational campaign between unions and employers should be attempted in order to 
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address the motivation problem and improve the success rate of ABET; and lastly; 
 MERSETA stakeholders need to discuss further the problems associated with the time of ABET 
provision.  
 
 
Current production-related training provision 
 
 Health & safety training and quality is provided mostly in large companies, as they are subject to 
regular audits, but almost non-existent in small companies; 
 Arrangements vary across plants for individual or group based provision; 
 This training is not formally assessed or accredited in most instances (except where linked to 
production-training models); 
 The success of this training is often linked to workers‟ literacy skills; 
 Health & safety training is often narrowly focused on dealing with accidents and does not include 
basic medical training; 
 In some cases, health & safety training provision is limited to safety representatives only; 
 There has been a tendency to emphasise quality training while health and safety training is under-rated 
by comparison; and  
 Some trainers are not qualified. 
 
Recommendations on production-related training 
 
 Given the importance of this training, attempts should be made to extend provision to small and micro 
enterprises within the sector; 
 Training should be formally assessed and accredited; 
 Trainers should have adequate qualifications to provide this training; 
 Health & safety training should include broader medical training;  
 Health & safety training should be provided to all workers and not be limited to safety reps; and  
 The scope of production-related training should be expanded to include training on relevant labour 
and other legislation. 
 
Current broader training (HIV/Aids, Life-skills, environment) provision 
 
 Broader training is generally treated as awareness raising programmes rather than formal 
structured learning that is assessed; 
 Provision is mainly limited to large companies; 
 There is a problem with obtaining properly accredited service providers, who have an 
established reputation; 
 
HIV/Aids 
 There is an uneven pattern of HIV/Aids awareness throughout the sector; 
 Companies that engage in awareness campaigns use a variety of methods, ranging from 
putting articles on notice-boards, providing condoms, demonstrations, engaging in industrial 
theatre and role playing, having peer educators and calling on medical assistants from the 
Health Department to assist;  
 Unions often organise workshops; and 
 HIV/Aids awareness is provided sporadically. 
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Life-skills training 
 There is an uneven pattern of life-skills provision within the sector, with most training being 
provided by large companies; 
 This training generally includes topics such as insurance policies, budgeting, money loaning 
and lending and broad financial life-skills; 
 Methods used include video tapes and board games;  
 Workers in most sub-sectors have been unsatisfied with the quality of life-skills training as it 
largely seems to be crisis-driven; and 
 Unions have organised workshops on micro-lending. 
 
Environmental awareness 
 Very few companies seem to provide environmental awareness; and 
 Environmental awareness is mostly provided when it forms part of an ISO code or where 
companies are linked to international standards.   
 
Recommendations on broader training 
 Due to the negative impact that HIV/Aids is likely to have on both employers and workers, HIV/Aids 
training should be prioritised and provided on a more regular basis; 
 Training should be proactive, rather than reactive, in order to act as a preventive measure;  
 While unions have played an important role in training provision, their role need sto be strengthened 
through greater capacity-building and resources; 
 Life-skills training should be given greater attention as it provides essential skills for workers and can 
help to improve their productivity; and 
 Life-skills training should be provided more regularly based on topics identified by workers to ensure 
continued relevance. 
  
Current management training provision 
 
 Most large companies seem to have formal programmes, mostly competency-based, that target the 
functionability of staff and management; 
 Most large employers provide stress management and IT training during working hours; 
  In general, however, there is a lack of communication and inter-personal skills training at 
management level; 
 There has generally been insufficient diversity and training related to employment equity for 
management; 
 In many cases, supervisors and first line foremen do not receive sufficient training on managerial and 
supervisory skills;  
 In some cases, there has not been adequate ABET provision for management personnel; and 
 There has been a shift towards performance management of people with regular performance 
assessment during the year. 
 
Recommendations on management training 
 
 Training on communication and inter-personal skills should be prioritised in order to ensure an 
amicable working relationship with workers; 
 Training on employment equity policy should be strengthened to ensure a thorough understanding of 
its impact on work organisation; 
 Managerial skills training (on negotiation, disciplining and communication) should be prioritised for 
first line managers and supervisors; and  
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 ABET should be provided to management personnel in order to ensure that they have the necessary 
education levels to carry out management functions. 
 
SKILLS POLICY 
 
In broad terms, skills policy for the MERSETA needs to: 
 Prioritise re-training and upgrading of technical and broader production skills of currently 
employed workers through learnerships, particularly in view of the trend within the sector towards 
reducing the number of low-skilled workers and the need to compete against international 
standards of quality and productivity; 
 Link the above training to clear career paths in order to facilitate the access of workers to further 
education and training and provide them with an incentive to improve themselves; 
 Ensure the redress of past unfair discrimination in education, training and employment 
opportunities, in line with Employment Equity requirements; 
 Make provision for the recognition of prior learning; 
 Extend education and training beyond company-specific skills in order to contribute to the full 
personal development of each worker;  
 Ensure that skills provision is based on skills that are portable and transferable within each 
industry, as well as across sub-sectors and other related sectors; and 
 Explore education and training needs for people who face possible retrenchments, as well as 
alternative career paths, which would allow them to be gainfully employed or self employed. 
 
SKILLS PROVISION 
 
In line with the above skills policy guidelines, skills provision should aim to foster the above objectives.  
While there is general agreement between employers and workers on some of the main skills areas that 
should be targeted for provision, there is still disagreement in some areas, as well as in the form and 
content of provision.  For this reason, the recommendations below are grouped into two categories, 
namely: “shared” and “still to be discussed” by the relevant stakeholders. Most of the recommendations 
contained herein refer to existing employees and do not address new entrants.  Except for minimum 
education and training requirements for employment (where applicable), employers did not discuss new 
entrants at length due to the unlikelihood that many of the sub-sectors will recruit new entrants. 
 
Shared Recommendations on Skills Provision 
 
 There is general agreement amongst stakeholders that ABE training should be prioritised and 
strengthened as a sector-wide initiative and preferably linked to career paths, despite existing 
differences regarding time of provision; 
 There is general agreement amongst stakeholders that technical skills training should continue in order 
to keep up with advances in technology and automation and therefore be industry-specific; 
 There is general agreement that training for higher technology grades, particularly artisans, should be 
strengthened and linked to clear career paths; and 
 There is general agreement that individuals in managerial positions need soft-skills training on 
communication and inter-personal relations, as well as more general management skills.  
 
Recommendations on Skills Provision still to be discussed by MERSETA stakeholders 
Areas of disagreement between the parties regarding skills provision include: 
 Emphasis on multi-skilling, team-work and quality training in order to enhance competitiveness in the 
global market; 
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 Emphasis on life-skills training (particularly HIV/Aids and financial life-skills); 
 Expanded provision of IT training to workers without it being limited to job requirements only; 
 Enhanced provision of training on relevant labour legislation (LRA, BCEA, EEA) for both workers 
and employers; and  
 Exploration of other career paths into which people who are likely to be retrenched can be gainfully 
employed. 
 
Final recommendations for the above skills provision priorities will be sent in to the DoL in due course, 
once stakeholders have been able to discuss them in greater detail. 
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VIII STRATEGIC VISION, MISSION, POLICY, OBJECTIVES AND PRIORITIES FOR 
SKILLS DEVELOPMENT 
 
 
For the overall strategic vision, mission, objectives and priorities for skills development in this sector, 
please refer to the MERSETA Business Plan: November 2000-March 2001. 
 
 
 
 
 
 
 
